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ABSTRACT 
This research examines the quality of work life in a selection of pharmaceutical 
companies in Egypt. It aims to test the relationships between the employees' perceptions of 
their quality of work life and; their perceptions of the degree of participation in decision- 
making available to them, their perceptions of their level of job satisfaction, their 
perceptions of their level of affective, continuance, and normative commitment, and the 
ownership form of the company. 
It uses a sample of 1270 employees in three different ownership forms; public, 
private, and multinational pharmaceutical companies in Egypt. The total sample size is 
proportionately distributed (i. e. the actual 'sample size has been distributed between the 
three ownership forms based on the percentage of employees in each ownership form to 
the total size of the population) among' , the three, forms Of ownership (public companies 
889, private companies = 165, and multinational companies = 216 employee). The number 
of employees surveyed in each company has also been proportionately distributed. 
The perceptions of the targeted employees are surveyed using a questionnaire that 
contains 81 items. 
The collected data are analysed using the Statistical Package for Social Sciences 
(SPSS) programme. 
The findings of the study indicate that there is a significant positive relationship 
between the employees' perceptions of their quality of work life and; their perceptions of 
the degree of participation in decision-making available to them, and their perceptions of 
their level of job satisfaction. A significant positive and partial relationship is found 
between the employees' perceptions of their quality of work life and their perceptions of 
III 
their level of affective, continuance, and normative commitment, as it is expected, by the 
researcher, that the employees' perceptions of their quality of work life may positively 
affect their perceptions of their level of affective, continuance, and normative commitment 
through affecting their perceptions of their level of job satisfaction. A significant 
relationship is found between the employees' perceptions of their quality of work life and 
the ownership form of the company. The results also indicate that employees perceive their 
quality of work life to be greater or better in the multinational pharmaceutical companies 
than are the employees' perceptions of their quality of work life in both the private and 
public pharmaceutical companies in Egypt. Furthermore, the results indicate that the 
employees' perceptions of their quality of work life in the private phan-naceutical 
companies are better than the employees' perceptions of their quality of work life in the 
public phan-naceutical companies in Egypt. 
A set of quality of work life criteria that seems important to employees in the 
pharmaceutical companies in Egypt, and which might therefore be productively addressed 
by employers/organisations has been identified. In addition, some implications for HR 
practices in Egypt have been raised and discussed. Finally, a set of models that could 
clarify the interactive relationship between the variables that have been investigated in this 
research in the Egyptian context has been developed. It is suggested that the set of quality 
of work life criteria as well as the models might fon-n the basis for future researches of this 
type. 
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CHAPTER ONE 
GENERAL INTRODUCTION 
Healthy companies might be described as ones that encourage the physical, mental, 
and spiritual aspects of humans (Topolosky, 2000). They might also be defined as those 
organisations that balance economic value added (EVA), customer value added (CVA), 
and people value added (PVA) (Maccoby, 1995: 235; cited in Topolosky, 2000: 27). In 
healthy organisations, as argued by Levering (1988; cited in Topolosky, 2000: 27), profits 
are not something to be achieved at the expense of people. The hidden value in a company 
is usually thought of as soft, rather than hard assets. Companies' value is increasingly 
being driven by employees and their ideas, as opposed to hard assets. So employees not 
only create value, but they are also highly valued themselves (Zimmen-nan, 2001). In a 
great workplace, it is possible to achieve business success while enriching the lives of the 
people who work there (Levering, 1988: ix; cited in Topolosky, 2000: 27). Levering (1988: 
26) also added that from the employee's point of view, a great workplace is one in which 
you trust the people you work for, have pride in what you do, and enjoy the people you are 
working with. 
Increasing interest in people or employees is not required for its own sake, but for 
its potential impact on the organisation's overall performance (Bailyn et al. 1997; Calabria, 
1995; Guthrie, 2001 and Lambert, 2000). Ouchi (1981: 165) suggested that "humanised 
working conditions not only increase productivity and profits to the company but also 
increase the self-esteem for employees". 
Moreover, two factors are perceived as important factors to help the organisation, 
any organisation, survive in the marketplace. The first is the company's ability to adapt to 
the continuously changing marketplace, and the second is its ability to creatively make use 
of people management and motivation skills. A rapidly changing economic environment, 
characterised by such phenomena as the globalisation and deregulation of markets, 
changing customer and investor demands, and ever-increasing product-market competition, 
has become the norrn for most organisations (Becker and Gerhart, 1996: 779). Hence, in 
attempts to quickly and positively impact financial bottom lines, many companies attempt 
2 
to adapt either traditional techniques such as pricing and product differentiation, or non- 
traditional techniques, such as downsizing, re-engineering, and outsourcing. It seems that 
these attempts have neither reaped the expected economic benefits, such as lower operating 
expenses, higher profits, increased rates of return on investments or improved stock prices, 
nor the organisational benefits, such as lower overhead costs, improved communications, 
greater entrepreneurship, or increases in productivity (Cascio, 1993: 95; cited in 
Topolosky, 2000: 1). Instead, despite billions spent on process improvement and 
reorganisation, workplaces are filled with fear, distrust, and paranoia (Willingham, 1997: 
1; cited in Topolosky, 2000: 1). As employees were displaced by many of the business 
improvement strategies, and as other competitive strategies seemed less successful, 
business leaders discovered that people are a unique source of competitive advantage 
(Pfeffer, 1994). 
In addition, as argued by Topolosky (2000), frequently, in most organisations, 
employees are ignored by the organisation and are not managed as assets. With no 
opportunities for involvement, employees become an untapped asset within most 
organisations. Caudron (1994: 54) argued that in contrast to the traditional emphasis on 
capital, technology and long-lived products, today's source of competitive advantage are 
high-quality products that can only be maintained through high-quality personnel. Caudron 
(1994: 54) added 'yesterday, the company with access to the most capital or the latest 
technology had the best competitive advantage. Today, companies that offer products with 
the highest quality are the ones with a leg up on the competition, but the only things that 
will uphold a company's competitive advantage tomorrow is the calibre of people in the 
organisation'. 
Hence, it seems that the future of successful and healthy companies is not going to 
be shaped by their CEOs (Chief Executive Officers) alone, but it is going to be shaped by 
all the members of the workforce (Wong and Kleiner, 1996). 
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In this context, the concept of quality of work life (QWL) has been perceived by 
many of the academicians and practitioners (e. g. Elizur and Shye, 1990; Greenberg and 
Baron, 1997; King, 1992; Mullins, 1996 and Nykodym et al. 1991) to be an important 
concept for both the organisation and its human resource. 
For the organisation, many studies have indicated that improving the employees' 
quality of work life may have a number of positive effects on the organisation's ultimate 
performance (Elizur and Shye, 1990; Greenberg and Baron, 1997 and Nykodym et al. 
1991). 
For the human resource or the employees, a number of studies have indicated that 
improving the employees' quality of work life may have many positive influences on the 
employees' perceptions of their level of job satisfaction and their perceptions of their level 
of organisational commitment (Brewer, 1996; Bruce and Blackburn, 1992; Fields and 
Thacker 1992; Molander and Winterton, 1994; Mullins, 1996; Stum, 1998; Werther and 
Davis, 1996 and Yousef, 2001). 
Quality of work life may be perceived as a philosophy, a process, or a goal, 
(Mullins, 1996). It might be for the advantage of both the company and its human resource 
to perceive people as assets to be realised and developed rather than as costs to be 
controlled. Sticking to this philosophy may help people make more meaningful 
contributions to their organisation and, at the same time, experience greater feelings of job 
satisfaction, pride in accomplishment and personal growth, which at the end may improve 
the organisation's overall performance. 
This research discusses the concept of quality of work life, its movement, its 
importance to both the organisation and the employees, its barriers, and its fonns and 
criteria. It also presents and discusses some issues regarding such concepts as the 
employees' participation in decision-making, job satisfaction, organisational commitment, 
and the ownership forms and how these concepts are related to the concept of quality of 
work life. 
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The empirically based part of this research comprises three pieces of research 
conducted in six pharmaceutical companies in Egypt; two public, two private, and two 
multinational. The research was designed to examine the employees' perceptions of their 
quality of work life and to test whether or not there are significant relationships between 
the employees' perceptions of their quality of work life and; their perceptions of the degree 
of participation in decision-making available to them, their perceptions of their level of job 
satisfaction and their perceptions of their level of affective, continuance and normative 
commitment. It also aims to test whether or not there is a significant relationship between 
the ownership form of the company and its employees' perceptions of their quality of work 
life. Finally, this research aims to examine the employees' perceptions of the relative 
importance of some of the QWL criteria that may influence the employees' quality of work 
life in Egypt. 
The findings of the study indicate that there is a significant positive relationship 
between the employees' perceptions of their quality of work life and; their perceptions of 
the degree of participation in decision-making available to them and their perceptions of 
their level of job satisfaction. A significant relationship is found between the employees' 
perceptions of their quality of work life and the ownership form of the company. A 
significant positive and partial relationship is found between the employees' perceptions of 
their quality of work life and; their perceptions of their level of affective, continuance, and 
non-native commitment, as it is found that the employees' perceptions of their quality of 
work life significantly and positively affect their perceptions of their level of affective, 
continuance, and normative commitment through affecting their perceptions of their level 
of job satisfaction. The results also indicate that employees perceive their quality of work 
life to be greater or better in the multinational pharmaceutical companies than are the 
employees' perceptions of their quality of work life in both the private and public 
pharmaceutical companies in Egypt. Furthermore, the results indicate that the employees' 
perceptions of their quality of work life in the private phan-naceutical companies are better 
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than the employees' perceptions of their quality of work life in the public pharmaceutical 
companies in Egypt. 
The development of the data collection device is discussed. The data obtained 
through the questionnaire were analysed using the Statistical Package for Social Sciences 
(SPSS) programme. 
The findings of this research are examined in the context of previous researches 
and some conclusions are drawn. 
Some of the potential contributions of this research have been presented and 
discussed. For example, a set of quality of work life criteria that seems important to 
employees in the pharmaceutical companies in Egypt, and which might therefore be 
productively addressed by employers/managers has been identified. As it is proposed by 
the researcher that the set of QWL criteria that have been perceived by the employees 
surveyed in this research as important QWL criteria may have its foundation from the 
Egyptian culture, in general, and from one of the strongest influence on the Egyptian 
culture that is the Islamic religion, in particular, the selected QWL criteria have been 
discussed in relation to some of the Islamic Work Ethics in which most of the Egyptian 
employees believe. Islam is a comprehensive religion that regulates not only the ascetic but 
also the worldly tendencies. Almost all social, political, and military precepts are covered 
in the Quran (The Muslims' Holy Book) along with the piety of the soul and moral aspects 
of individual behaviour. Quranic principles and the prescriptions of Muslims' prophet 
Mohammad serve as a guide for most of the Muslims in conducting their business and 
family affairs. Moreover, the selected QWL criteria have been discussed in relation to 
some of the characteristics of the Egyptian culture in which the respondents work. 
Most importantly, a model(s) that could clarify the interactive relationships 
between the variables that have been investigated in this research in the Egyptian context 
has been developed and discussed. 
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In addition, a critique was made to highlight some of the shortcomings of this 
research. 
Finally, some of the directions for further research have been presented to help 
further knowledge. 
It is worth mentioning that the importance of this research may stem from the 
following points: 
First: the importance of the sector under investigation; the phan-naceutical industry sector 
in Egypt, and the challenges it faces and is expected to face in the near future. 
Hence, the importance of managing its resources, especially the human resource as 
effectively and efficiently as possible. 
Second: the importance of the selected topic, as the human resource is considered to be the 
cornerstone of any organisation or industry. 
Third: in Egypt, it seems that there is a shortage of studies that cover the area of 
motivation, in general (EI-Selmy, 1997), and, the area of quality of work life 
(QWL), in particular, how it might be affected by the degree of participation in 
decision-making available to the employees and the expected impact of the 
employees' perceptions of their quality of work life on both their perceptions of 
their level of job satisfaction and their perceptions of their level of organisational 
commitment. 
Fourth: one of the aims of this research may contribute to its importance. This research 
aims to identify the QWL criteria that seem important to employees in the 
pharmaceutical industry in Egypt, and which might therefore be productively 
addressed by employers/managers. It also aims to develop some models that could 
clarify the interactive relationships between the variables that have been 
investigated in this research in the Egyptian context. 
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CHAPTER TWO 
MANAGING PEOPLE: MODELS 
DEVELOPMENTS AND IMPLICATIONS 
2. L INTRODUCTION: 
"Assets make things possible, people make things happen" (Werther and Davis, 
1996: 6). This quotation suggests that people are the active part in any organisation, hence, 
highlights the importance of managing people to get them to do what is required to help the 
organisation achieve its objectives. But managing people is not an easy task. When asked 
about the most difficult part of the manager's job, a large number of chief executives 
replied that the task of identifying skilled people, motivating them, putting them in the 
right positions and helping them to work together are the key problems (Bennett, 1982). 
Moreover, Bratton and Gold (1999) argued that there are two sets of perspectives that 
make managing people completely different from and more sophisticated than the 
management of other resources of organisations. The first set of perspectives views people 
as potentially a creative and complex resource whose behaviour is influenced by many 
diverse factors originating from either the individual or the surrounding environment. The 
second set of perspectives emphasises the problematic nature of employment relations: the 
two -interrelated problems of 'control' and 'organisational commitment'. The human 
resource differs from other resources, partly because individuals are endowed with varying 
levels of ability (including aptitudes, skills and knowledge), with personality traits, gender, 
role perception and differences in experience, and partly as a result of differences in 
motivation and organisational commitment. Employees differ from other resources because 
of their ability to evaluate and question management's actions, and their commitment and 
co-operation always have to be won. In addition, employees have the ability to form 
groups and trade unions to defend or further their economic interests. 
El-Khateb (1995) asserted that there are features that distinguish the human 
resource from other resources of production. Some of those features are: 
1. Human beings do have the ability to create, innovate and make decisions. This means 
they have their own, unique personality, hence, they have the ability to reject the 
policies which do not support their needs, they may not co-operate to execute the 
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suggestions they might reject, and they may finally resist any changes that they do not 
accept. That means the management of human beings is not an easy task, compared 
with the management of any other factors of production. 
2. Because human beings are human beings, astute management should not treat human 
resources in a spontaneous, automatic or mechanistic way, as it normally does when 
dealing with other resources of production. Astute organisations should, on the other 
hand, provide their employees with the different working conditions necessary to make 
them contribute effectively in helping their organisations achieve their ultimate goals. 
Moreover, the definition of organisation also supposes that people are the 
cornerstone of any organisation. For example, about 30 years ago, Wright (1973: 15; cited 
in Werther and Davis, 1996: 5) defined the organisation as: 
'The most inventive social arrangements of our age and of civilisation. It is a marvel to 
know that tens of thousands of people with highly individualised backgrounds, skills, and 
interests are co-ordinated in various enterprises to pursue common institutional ised goals'. 
More recently, Cole (1997: 29) gave a more simple definition of organisations. He defined 
the organisation as 'a social entity formed by a group of people'. This group of people co- 
operate together in order to pursue some common goals. 
From these definitions and many others, it seems that the key to any definition of 
organisation is people. Hence, viewing the organisation as a group of people working co- 
operatively together to achieve a set of goals is what makes the role of human resource 
management (HRM) seem critical for all organisations whatever its type is. Organisations 
may vary in the objectives they are aiming at, in the technologies they use in their 
operations, or in the ways to be followed to help them in achieving their ultimate goals. 
But, all organisations are similar in that they depend on people to perform the tasks 
required and utilise the resources available to reach their objectives. People are the owners, 
managers, leaders, employees, and workers of any organisation. And this is why they are 
the active part of any organisation. Peters and Waterman (1982: 14-15), in their influential 
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work on excellent organisations suggested that some of the features that characterised such 
organisations include: 
" Productivity through people -a belief that the basis for productivity is the 
workforce. Excellent organisations do not pay lip service to the slogan 'people are 
our most important asset'. Instead, excellent organisations do something about it by 
encouraging commitment and getting everyone involved. 
" Hands-on, value-driven - the people who run the organisations get close to those 
who work for them and ensure that the organisation's values are understood and 
acted upon. 
" Autonomy and entrepreneurship - excellent organisations foster many leaders and 
many innovators throughout the organisation. Excellent organisations encourage 
practical risk-taking, and support good tries. 
" Visionary leadership - the value-shaping, leader is concerned with communicating 
the visions that will generate excitement and enthusiasm. Clarifying the value 
system and breathing life into it are the greatest contributions a leader can make. 
In addition, people and how they should be treated within organisations could be 
considered as one of the reasons or the driving forces behind the different movements in 
management, in general, and in managing people, in particular. Hence, reviewing those 
movements may clarify the perceived increasing importance of people in organisations and 
the changing beliefs and attitudes toward employees and how they should be treated to 
reap the full reward of their hands and minds. 
On the one hand, the shift from what is called the scientific management approach 
to the behavioural management approach may support the previous argument. First and 
foremost, this is a shift in philosophy, attitudes and beliefs. In contrast to the scientific 
management approach, which generally ignored the individuality and creative abilities of 
employees and stressed efficiency and recommended that managers continually strive to 
increase organisational efficiency to increase production, the behavioural management 
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approach emphasised the importance and contributions of individuals and groups within 
their organisations. The behavioural theorists believe that the infori-nal social systems could 
have a great effect on the operations of any organisation, in other words its emphasis is on 
people, as when managers understand their people and adapt their organisations to them, 
organisational success usually will follow. Cole (1997), in his discussion of the different 
approaches to job design, clarified this point. He argued that the rationale for job design 
according to the scientific management approach has been the need to achieve optimum 
output in which human work and effort is seen in terms of its relationship to machines and 
the systems created for them. This mightjustify the importance of looking atjob design not 
only from the perspective of the production system but also from the point of view of the 
employee. Cole (1997) added, accordingly, in the 1960s the focus of job design moved 
away from the perspective of seeing jobs as the basic organisational units in a work system 
towards a perspective that saw jobs as part of a wider socio-technical system. The social 
system embraces both formal and informal groups, for example, official work-teams and 
unofficial groupings based on friendships and other infon-nal relationships. The technical 
system, on the other hand, encompasses tasks and production processes as well as visible 
features such as plant and equipment. In sum, jobs need to be adapted to meet the 
important needs of human beings and not devised around machines. 
2.2. PERSONNEL and HUMAN RESOURCE MANAGEMENT: 
The shift from a concern with technical systems to socio-technical systems may 
also be reflected in the shift from personnel management to human resource management. 
Annstrong (1977; cited in Tyson and York, 1996: 40) defined personnel 
management as 'meeting legal obligations and social responsibilities'. While the Institute 
of Personnel Management, according to Tyson and York (1996: 40), suggested that 
personnel management 'aims to achieve both efficiency and justice: neither of which can 
be pursued successfully without the other'. 
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In comparing between the evolution and development of personnel management in 
Egypt and Britain, El-Khateb (1995), Ebad (1985) and Abu-Ismail (1987) argued that 
personnel management in Egypt has evolved and developed through the following stages: 
1. Organising work-relations using a set of social rules or traditions: during this stage the 
personnel function did not appear on the organisational chart and all the personnel- 
related tasks were managed by the owner of the project himself. All the work relations 
were organised through the use of some sets of social rules or traditions. The social 
rules were not applied in a unified way and were not precise and objective. Both parties 
to the relationship, the employer and the employee, were obliged to follow the social 
rules although there was no formal decree to organise this relationship. Personnel 
management, during this stage, meant that the employer did own the workers and 
he/she could treat them as goods or products to be bought and sold. The workers' 
'wages were determined according to the interaction of supply and demand in the 
marketplace. The Egyptian society was divided, during this stage, into two different 
classes: the masters or employers and the servants or employees. This stage ended 
around 1890, when a formal decree was issued that removed the social classes in the 
Egyptian society. 
2. Organising work relations using a set of work-related rules: during this stage the 
production at home system was dominant. This system evolved when some employers 
had the technical qualifications and financial abilities to gather a number of workers at 
home to produce some products under their supervision. At the beginning of this stage, 
there were no formal rules to be followed to organise the relationships between the 
employers and the employees. Employers took advantage of the absence of formal 
rules to employ children and women in an inappropriate way. The bad working 
conditions under which children and women were working led to the issuance of the 
decree number 14/1909 which was the first decree to organise the relationship between 
employers and employees in Egypt. After the World War 1, production at home was, to 
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a large extent, forbidden and some local industries started. The Egyptian government 
intervened to protect and develop its local industry. During this period, there were 
some kinds of indirect work relationships between the employers and the workers 
through the supervisors who were responsible for organising those relationships 
according to some agreed upon rules. Also during this period, workers' strikes occurred 
frequently as a result of the increasing number of labour organisations which was II 
organisations in 1911 and which increased to 77 organisations in 1922. In 1927 the 
Ministry of Interior Affairs noticed that the work relationships were not clear as a result 
of the absence of the legislation governing these relationships, hence, the Egyptian 
government formed a committee to develop a comprehensive set of legislation to 
govern work relationships between employers and workers. This stage ended up with 
some workers' legislation but still there were no workers' representatives to discuss the 
workers' issues with their employers. This stage continued until the World War II and 
few if any organisations had a department responsible for workers' affairs. 
3. Development of labour organisations (or unions) and organisational charts including a 
personnel department (1942 - 1956): the influence of workers' unions started to 
increase after 1942. Labour unions in Egypt started to organise their efforts to 
maximise the benefits that could be gained by the workers from their employers. 
Labour unions were interested in such matters as: working hours, insurance, workers' 
grievances, etc. Accordingly, employers were convinced of the importance of 
developing a division for personnel affairs. This division was responsible for preparing 
workers' records, solving workers' grievances and providing workers with some social 
services. 
4. Profit sharing and workers' participation on the Board of Directors (1956 - 1963): 
during this period, there was a major increase in the number of public companies, and 
the labour unions started to play a more effective role in increasing the span of 
participation in decision-making (Decree 11411961) and profit sharing (Decree 
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111/1961). 
5. From 1963 to 1973: this period witnessed the issuing of much legislation that organised 
all the work relations including recruitment, promotion, transfer, salaries and wages, 
retirement and profit sharing and participation in the Board of Directors. The personnel 
department was responsible for following up the execution of the legislation without 
playing any role in developing the human resources. 
6. From 1973 till now: till 1973 the number of workers who had the desire and ability to 
work exceeded the number of job vacancies, and most of the projects were still owned 
and managed by the Egyptian government, and that led to very low wages and salaries 
due to the shortage in the government resources as a result of the two major wars 
between Egypt and Israel (1967 and 1973). At the end of this period, the role of the 
private sector has increased dramatically and many multinational companies have been 
introduced in the Egyptian market. Now, competition exists between public, private 
and multinational companies to attract and retain qualified employees and workers. 
Hence, wages and salaries, and human resources' development programmes have 
improved dramatically. The personnel department, or what is increasingly known as the 
human resource department was responsible for not only keeping and developing 
employees' records but attracting, developing and retaining their workforce for the 
competitive advantage of their organisation. To do so, human resource departments in 
the Egyptian companies were keen to offer their workers and employees competitive 
salaries and wages, adopt and adapt well-prepared training programmes to continually 
develop their workforce, and improve the different services offered to their workforce 
to make them more productive (Ebad, 1985). 
Turning to the development of personnel/human resource management in the 
United Kingdom, Tyson and York (1996: 50) summarised the traditions in people 
management in Britain in the following table. 
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Tihh-ý V) I I- Trnrfitinnc in nF-nnli-. rnnnnaeý. rni-. nt in Rritnin 
Traditions Period Description 
Welfare Up to 1920s Personnel management as a personal service to 
employees, who are the 'clients' of the personnel or 
welfare officer. Major concerns were the provisions of 
canteens, sick visiting, the supervision of moral welfare in 
anticipation of a reciprocal sense of service from the 
employee. 
Employment Up to 1930s Emphasised the control of numbers and budgets and 
management placed stress on economic efficiency plus a high value on 
performance investigation. Employees have not always 
shared these beliefs, thus leading to a 'Theory V view of 
workpeople by managers. 
Bureaucratic 1914 to present The 'personnel administrator' typical of many large 
organisations operates a comprehensive set of rules based 
on a belief in order and rationality, and on the system, to 
which employees are expected to subscribe. 
Professional personnel 1954 to present A belief in specialisation is sustained by the application of 
manager techniques applied for the benefit of the 'client', who is 
the line manager, and is supported by a general social 
acceptance of experts. 
Liberal radical 1930s to present This personnel manager sees their role as that of 
improving communications and leadership. Approach is 
that of a radical liberal, a belief in individualism, and 
anticipating agreement and enthusiasm from those at 
work. 
Human resource 1980s to present Accent on development and utilisation of people as assets. 
management Employment costs and the return on these costs a central 
concern - leading to desire for adaptability, flexibility of 
people and to the use of outsourcing arrangements to 
reduce costs. f 
In comparing personnel management with human resource management, Bratton 
and Gold (1999), after presenting some US and British models of FIRM, argued that 
although there are some similarities between human resource management and personnel 
management, a qualitative difference between personnel management and human resource 
management does exist. What is of interest here is the following set of differences. First, 
HRM is integrated into strategic planning. Second, HRM models emphasise the 
importance of transformational leadership in the work organisation. The purpose of 
transformational leadership is to create a vision and a working environment that generates 
employee's organisational commitment, innovation, change and self-renewal at all levels 
of the organisation. Third, the role of line management is given a different emphasis in 
HRM; much greater stress is placed on line managers' responsibility of co-ordinating and 
directing all resources, to generate organisational commitment and enthuse subordinates to 
innovate. Fourth, HRM emphasises the importance of workplace learning at the individual 
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and organisational level so that innovation and adaptation becomes systemic. 
In addition, Ferris et aL (1995) argued that the practice of HRM today is both 
similar and distinct to that of the past. Similarities include the continued focus of HRM on 
the entire employment relationships, along with all the decisions, actions, and issues 
involved in that relationship. In addition, while the particular roles of HRM have changed, 
similar to its beginning, the field has continued to provide a response to the dramatic and 
persistent change occurring in organisations and the employment relationship. While 
similar to HRM practice of the past, the HRM function today is distinct in its involvement 
in meeting contemporary needs resulting from changing organisational models. In general, 
according to Ferris et al. (1995), today's HRM function has been described as: broad and 
strategic; involving all managerial personnel; regarding employees as the single most 
important organisational asset; being proactive in its responsibilities; and having the 
objective of enhancing organisational performance and meeting employee needs (Poole, 
1990: 3). HRM has been a partner with other management functions in the effort to 
respond to today's environmental challenges through organisational change. The HRM 
function has become increasingly responsible for cultivating the requisite culture that is 
conducive to and supportive of required behaviours. The HRM function today is not only 
characterised as a more integrated and vital function, but holistic as well. 
Human resources management, according to Mullins (1996: 573) and Storey (1987: 
6), is 'resource-centred' directed mainly at management needs for human resources to be 
provided and deployed. There is greater emphasis on planning, monitoring and control, 
rather than mediation. Underpinning human resources management is the idea that this is 
much the same as any other aspect of management and an integral part of it which cannot 
be separated out for specialists to handle. 
Moreover, Towers (1996) argued that human resource management consists of the 
following elements: 
Traditional personnel administration (staffing, rewarding, work design); 
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0A specific management philosophy that values people/labour as the major asset of 
an organisation and that regards human beings as being able and willing to grow and 
develop; and 
0 The integration of the personnel function into strategic management. 
Sisson (1990) added that HRM has four main features: 
1. An emphasis on the integration of personnel policies and activities both with one 
another and with business planning more generally; 
2. The dispersal of the functions of HRM to all managers, (though a specialist co- 
ordinating function may still remain); 
3. A shift from treating employees collectively towards more direct, individually based, 
management-employee relationships; and, 
4. An increasing emphasis upon commitment and the exercise of initiative by responsible 
employees, with managers becoming enablers, empowerers, and facilitators of worker 
capability. 
Moreover, according to Personnel Standards Lead Body (1993), there are five main 
core values of FIRM: 
1. Dealing with people fairly. 
2. Maximising the development and training of the workforce to meet the current and 
future needs of the organisation. 
3. Providing equal opportunity for all as a continuing feature of management practice and 
personnel processes. 
4. Handling disciplinary matters within the principles of natural justice. 
5. Creating and maintaining a safe and healthy working environment. 
In sum, it seems that, regardless of the country (Egypt or the United Kingdom), 
while personnel management emphasises the use of the hands of human beings or their 
physical abilities, human resource management emphasises the use of the brain and the 
cognitive power of human bcings and tries to make use of their creative and innovative 
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abilities via their participation in problem solving and the development of their 
organisations. Moreover, while personnel management stresses the importance of physical 
benefits such as salaries and wages, and the physical working conditions, human resource 
management stresses the importance of providing human beings with appropriate physical, 
organisational and psychological working conditions to help them create, innovate and 
participate effectively in the development of their organisations. Hence, it could be argued 
that human resource management (HRM) is broader in nature than personnel management 
and that HRM stresses the development of people as assets rather than their control as 
costs, and places people management at the strategic heart of business planning. 
The shift from personnel management to HRM is justifiable, as, according to 
Bratton and Gold (1999), business executives, practitioners and academics argue that the 
traditional approaches to managing employees are inappropriate and not effective. New 
approaches are required if employing organisations want to enlist their employees' full 
potential and to produce behaviour and attitudes that are necessary for competitive 
advantage. According to Bratton and Gold (1999), the new approaches emphasise the need 
for re-engineering of organisations towards flat hierarchical structures, an enlargement of 
job tasks and job autonomy, ideally centred around work teams. Further, it is suggested 
that senior management can direct and inspire employees through the management of the 
more intangible aspects of the workplace, such as beliefs, norms of behaviour and values; 
i. e. the corporate culture. In addition, the new approaches assert the need to recruit, 
develop and reward employees in ways that create a sustainable commitment to 
organisational goals and to ensure a high-performance organisation. 
All these shifts justify the philosophical shift in the way people at work should be 
treated. Hence, the strategic function of human resource management is to maximise the 
profits and quality of work life (QWL) by managing employees or people more effectively 
(Molander and Winterton, 1994). Or, as argued by Werther and Davis (1996), the purpose 
of HRM is to improve the productive contribution of people to the organisation in ways 
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that are strategically, ethically, and socially responsible. 
It is worth mentioning here that some writers argued that human resource 
management has two versions or dimensions: the hard and the soft versions (Storey, 1987; 
cited in Storey and Sisson, 1994: 17). The hard version perceives human beings the same as 
any other resource of production that is to be used dispassionately and in a calculative, and 
formally rational or economic manner. This could include therefore, according to Storey 
(1987: 8), the use of human asset accounting. On the contrary, the soft version perceives 
the human resource as the most valued asset and as a source of competitive advantage 
through the employees' commitment, adaptability, and high quality of skills, performance, 
etc. (Legge, 1995). The soft version of HRM seeks to maintain and maximise the 
employees' level of commitment through HRM policies of participation, team working and 
briefing, multiskilling, communication, motivation and leadership, developmentally 
oriented appraisal, reward and training policies thought to be generative as well as 
expressive of an individualistic high trust organisational culture (Storey, 1987; cited in 
Storey and Sisson, 1994: 17 and Legge, 1995). Human resources, according to the soft 
version, are proactive rather than passive inputs into the production process; they are 
capable of development, worthy of trust and collaboration to be achieved through 
participation and infon-ned choice (Beer and Spector, 1985). Storey (1987; cited in Storey 
and Sisson, 1994) and Legge (1995) argued that the existence of the soft version of HRM 
is rhetoric, and only the hard version is the one that seems to exist in reality. 
Although, the hard version of human resource management may be the version that 
exists in reality and the soft version may be rhetoric, it might not be acceptable to treat all 
employees as an instrument or a resource rather than as human bcings. Adopting the soft 
version of human resource management, management tends to search for ways to motivate 
or enthuse its employees to devote their time and effort to help their organisation achieve 
its goals, which in turn might help the employees achieve their personal goals. 
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2.3. EMPLOYEES' MOTIVATION and OWL: 
To improve the productive contribution of employees to their organisation, i. e. to 
achieve the purpose of HRM, managers should be able to motivate their fellow employees 
so as to drive them to take actions that are satisfying for both the organisation and the 
individuals. The study of motivation, according to Mullins (1996: 443), is concerned, 
basically, with why people behave in a certain way. Motivation may be defined as "An 
inner force that impels human beings to behave in a variety of ways" (Tyson and York, 
1996: 8). 
Because of its potential importance to and effect on the organisation's overall 
performance, different theories have been developed to help understand the concept of 
motivation. Theories of motivation could be classified based on its focus into two main 
groups. The first group is called the content theories of motivation, and the second group is 
called the process theories of motivation (Cole, 1997). Content theories focus on the 
stimulus, or what specifically causes motivation. They are concerned with identifying 
people's needs and their relative strengths, and the goals they pursue in order to satisfy 
these needs. Major theories under this group are Maslow's hierarchy of needs; Alderfer's 
modified need hierarchy model; Herzberg's two-factor theory; and McClelland's 
achievement-motivation theory (Mullins, 1996; and Cole, 1997). Process theories, of 
motivation, on the other hand, focus on the behaviour, they are concerned more with how 
behaviour is initiated, directed and sustained. They place emphasis on the actual process of 
motivation. Major theories under this group are Expectancy-based models; Equity theory; 
Goal theory; and Attribution theory (Mullins, 1996; and Cole, 1997). 
It could be argued, based on the focus of each group of motivation theories, that the 
concept of quality of work life could be classified as one of the factors that might stimulate 
or cause motivation. Hence, a short discussion regarding the content theories of motivation 
might be appropriate here. 
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Maslow's hierarchy of needs theory, according to Cole (1997), suggested that 
human needs operate at a number of different levels from basic physiological needs such as 
hunger, to higher-level needs such as self-development and self-fulfilment. Maslow argued 
that, other things being equal, people tend to satisfy their lowest-level needs before moving 
on to their higher-level needs. The five levels of needs, from bottom to top, are 
physiological needs, safety and security needs, belonging needs, esteem needs and self- 
actualisation needs (Cole, 1997: 76). Maslow's theory is criticised because of its 
assumption that people tend to satisfy their needs in a relatively systematic way from the 
bottom to the top. 
Alderfer's modified need hierarchy theory, according to Mullins (1996), condenses 
Maslow's five levels of needs into only three levels based on the core needs of Existence, 
Relatedness and Growth (ERG theory). Mullins (1996: 455) added that existence needs are 
concerned with sustaining human existence and survival, and cover physiological and 
safety needs of a material nature. Relatedness needs are concerned with relationships to the 
social environment, and cover love or belonging, affiliation, and meaningful interpersonal 
relationships of a safety or esteem nature. Growth needs are concerned with the 
development of potential, and cover self-esteem and self-actualisation. Unlike Maslow, 
Alderfer suggested that these needs are more a continuum than hierarchical levels, hence it 
allows people to deal with two sets of needs at the same time (Cole, 1997; and Mullins, 
1996). 
Herzberg's two-factor theory argued, according to Cole (1997), that people live at 
two levels, the physical level and the psychological level. According to Herzberg, several 
factors lead to employee satisfaction, while some other factors lead to employee 
dissatisfaction. The factors that lead to employee satisfaction are called motivators, while 
the factors that lead to employee dissatisfaction are called hygiene factors. Motivators, 
according to Cole (1997), appeared to be closely related to the job, whilst hygiene factors 
appeared to be closely connected with the environment. Critics have claimed that, in an 
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empirical sense, Herzberg's theory has been concerned more with job 
satisfaction/dissatisfaction than job behaviour. 
Finally, McClelland's achievement-motivation theory, according to Cole (1997: 
77), focused on three particular needs: (1) the need for achievement (n Ach); (2) the need 
for affiliation (n Aff); and (3) the need for power (n Pow). According to Mullins (1996: 
461), McClelland added a fourth need, that is the avoidance motives or needs. Of these 
needs, the need for achievement received the greatest emphasis in the research (Cole, 
1997: 77). McClelland sees the need for achievement as the most critical for the country's 
economic growth and success (Mullins, 1996: 461). 
The importance of motivation may stem from its expected impact on the 
performance of both the individual employee and the organisation (Robertson et al. 1992). 
Robertson et al. (1992) argued that the relationship between performance and motivation 
might be represented by the following expression: 
Perfonnance = Ability X Motivation X Training 
They added, although the equation or the expression is not mathematically correct, it raises 
two important issues. First, if motivation is zero, performance will be zero. Second, 
motivation on its own is not enough to improve performance; it must be accompanied by 
ability and training. 
In addition, Cole (1997) suggested a scenario in which he tried to explain the 
potential relationship between the level of care for employees and the level of care for 
customers. He argued that customers will get excellent service of a sustainable kind from 
well-motivated employees seeking proactively to further customers' satisfaction. He 
added, if an HRM approach does not care for employee needs whilst asking for full 
commitment to excellence and customer satisfaction, then it is less likely to produce a 
successful outcome than an approach adopting a policy of high concern for both sets of 
stakeholders; the employees and the customers. 
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Tyson and York (1996: 8) suggested some general features of motivation: 
1. The motivational force is aroused as a result of needs that have to be satisfied. Thus, a 
state of tension or dis-equilibrium occurs that stimulates action to obtain satisfaction. 
2. The satisfaction of a need may stimulate a desire to satisfy further needs (e. g. the more 
they have the more they want). 
3. Failure to satisfy needs may lead to a reduction or a redirection of the motivational 
forces towards other goals seen as more obtainable. 
4. The motivational force has three basic elements - direction, intensity, and duration, i. e. 
it is directed towards goals, its force may vary considerably depending on the strength 
of individual desires; it may last for long or short periods or be intermittently recurring. 
5. There are two main sources of human needs: 
(a). Inherited, i. e. all humans share primary physiological needs that must be satisfied 
for survival. 
(b). Environmental, i. e. through the main socialising influences in their lives people 
acquire attitudes, values, and expectations, that lead to learned needs such as status, 
fame, wealth, and power. 
Moreover, Robertson et al. (1992) argued that the motivating work environment 
might have the following characteristics: 
1. Employers have a realistic understanding of the potential links between effort and 
performance, i. e. they know how hard they need to work to reach various levels of 
performance. 
2. Employers have the competence and confidence to translate effort into performance. 
3. Control systems are introduced only when necessary. 
4. Perfon-nance requirements are expressed in terms of hard, but attainable, specific goals. 
5. Employees participate in setting goals. 
6. Feedback to employees is regular, informative and easy to interpret. 
7. Employees are praised for good performance. 
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8. Rewards (including pay) are seen as equitable. 
9. Rewards are tailored to individual requirements and preferences. 
10. Employee psychological and physical well-being is recognised as important. 
11. Productivity is recognised as important. 
12. Jobs are designed, where possible, to maximise: 
- skill variety 
- task identity 
- task significance 
- autonomy 
- feedback 
- opportunities for learning and growth 
13. Organisations and job changes are brought about through consultation and discussion, 
not by force. 
In addition, Greenberg and Baron (1997) added that there are two important points 
regarding motivation. The first is that motivation cannot be seen, but only inferred on the 
basis of performance. The second point is that motivation is multifaceted, i. e. people may 
have several different, and sometimes conflicting, motives operating at once. Hence, 
organisation development (OD) practitioners have attempted systematically to create work 
conditions that enhance employees' motivation, job satisfaction, and organisational 
commitment - factors that may contribute to high levels of organisation performance. Such 
efforts are known collectively as Quality of Work Life (QWL) programmes (Greenberg 
and Baron, 1997). QWL is also considered to be one of the most interesting approaches to 
motivating employees within the organisation at all levels (Koontz and Weihrich, 1990). 
From the previous discussion, it seems that treating people as assets to be 
developed and maintained rather than as costs to be controlled, placing them at the 
strategic heart of business planning and stressing the importance of creating a working 
environment that generates employees' organisational commitment, innovation, change 
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and self-renewal at all levels of the organisation are what make studying the quality of 
work life (QWL) as important as studying human resource management itself. 
Hence, it could be concluded that the interest in providing employees with a good 
QWL is growing considerably. This interest manifests itself in terms of human resource 
practices and policies that take care of people at work and their physical and psychological 
wellbeing so as to become more satisfied, committed and productive. 
2.4. INTERNATIONALISATION and HUMAN RESOURCE MANAGEMENT: 
Organisations, especially multinational, in the era of globalisation may be more 
interested in reaping the full reward of the advantages of different regions they can work 
in. This has resulted in an international division of labour, where regions specialise 
according to their source of competitive advantage, such as cheap, low-skilled labour 
providing low-cost assembly; well-educated, high-skilled labour providing high value 
added goods and services; and commodity producers (Nolan and O'Donnell, 1991; cited in 
Legge, 1995: 76). Recent changes in the marketplace and its potential impact on human 
resource management have been highlighted and discussed by a large number of 
researchers. For example, in Britain, Worrall and Cooper (1999: 1) argued that "the world 
of managerial work is changing rapidly. On the demand side, globalisation, the increasing 
pace of technology deployment, continuing drives to reduce costs to enhance 
competitiveness are forcing businesses to restructure and to rewrite the results about how 
employees are treated and managed. On the supply side, the changing demographics of the 
workforce, changing gender roles and changing worker expectations are all having an 
impact on working patterns". Iles et aL (1996: 18) added that in recent years, as 
restructuring, downsizing, outsourcing, and delayering have accelerated, there has been 
extensive discussion of the ways in which employment and psychological contracts have 
shifted from employment security to employability security. Globalisation or 
internationalisation may place new demands on companies, particularly in the area of 
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human resource management (Hollinshead and Leat, 1995). A global world indicates a 
borderless world or inter-linked economy in which the national boundaries seem irrelevant 
(Ohmae, 1990). Korman and Associates (1994) added that business organisations, as they 
approach the end of the 20th century, are confronting a far different world from that was in 
the past. The business society has been marked by great technological and cultural changes 
and not all of those changes are positive. Many of those changes have posed significant 
dilemmas for those concerned with the management of human resources on which the 
organisations depend. Those changes have generated internal and external organisational 
environments that force the organisations to question the psychological and sociological 
assumptions under which many of the human resources' traditional practices evolved and 
to develop new approaches that are more in keeping with the world that currently confronts 
the business organisations. Such changes, according to Korman and Associates (1994), 
might include the increasing degree of stress that might affect so many of the work 
settings, in particular, those at the higher organisational levels who are frequently called on 
to make difficult, complex strategic decisions with long-range implications for the 
organisation as a whole and for the productivity and welfare of the employees. The 
changes might also include the feelings of anger and lack of loyalty that seem to have 
become almost characteristic of organisational life as a result of merger, acquisition and 
divestment business strategies and the employee downsizing that often results from such 
strategies. Herriot et al. (1998) argued also that most organisations, faced with the 
demands of the new business and economic context, have put most of their time and effort 
into adapting to such demands and changes. Most organisations have striven to ensure their 
survival and their growth. In most instances, changes to working practices and the way in 
which work is organised and jobs designed have been introduced and motivated by the 
desire to compete more effectively. In capitalist economics, ultimately the driving force 
behind change is likely to be profit (Leat, 1998: 33). The consequence, as pointed out by 
Herriot et al. (1998), has been that instead of enhancing the organisation's stock of social 
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capital before embarking on radical change, top management has inadvertently decreased 
that stock still further. It seems that when top management is more interested in cutting 
costs to be able to compete globally or internationally, it tends to treat the employees as 
costs to be minimised and as commodities to be maximally utilised (Legge, 1995). Geary 
(1995: 372) added that new pressures in the marketplace have forced employers to seek 
reductions in labour costs, raise production output and quality, introduce new technology, 
and achieve greater flexibility in the deployment of labour. Globalisation, as one of the 
potential trends that might have a sound impact on the human resources management, may 
force a large number of organisations, especially multinational ones, to get into alliances to 
be able to compete internationally, which raises the issue of rationalisation and job cuts 
(Eaton, 2000). According to Eaton (2000), as part of global competitive strategies of the 
firms, there are daily reports on the need for cost control and employment reduction or new 
work practices. As an example of the trend toward cost cutting and its potential impact on 
employment practices, BPI, Britain's leading supermarket plastic bag manufacture, shut its 
factory in the UK, sacked all 150 employees and shipped all machines to South China, 
where wages were one eighth of the British level (Eaton, 2000). According to Herriot et al. 
(1998), believing that cost competitiveness is the most important condition for 
organisation's survival, most organisations tend to: 
" reduce labour costs, the quickest way of making large-scale savings. 
" flexibly make use of labour so peaks of demand could be met while costs were saved 
in the troughs. 
" increase productivity per worker to reduce the cost of unit of output. 
" outsource all non-core activities so as to remove all possible permanent employment 
costs. 
" acquire or dispose the businesses in order to achieve economies of scale or to be rid of 
any part of the organisation which did not add value. 
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"Unfortunately, cutting costs and innovating are mutually incompatible, unless they 
are managed with consummate skill and in the context of mutual trust between top 
management and others" (Herriot et al. 1998: 29). Potential contradictions that might result 
from putting cost first and then demanding innovation might include (Herriot et al. 1998: 
29-30): 
* How can employees be empowered to take decisions, when they have insufficient 
resources to carry through those decisions? 
9 How can staff provide a super-quality service, when there are insufficient people to 
provide it and when the most experienced have been sacked? 
9 How can people devote time to leaming and self-development, when the pressures of 
perfon-nance and productivity targets bear down daily upon them? 
9 How can organisations learn, when they have outsourced major parts of the value 
chain? 
* How can leaders inspire and provide meaning, when they are held responsible by the 
workforce for redundancies and corporate failures? 
9 How can middle managers cope with the conflicting requirements to cut costs and at 
the same time to help people develop, empower them, etc.? 
Moreover, Geary (1995; cited in Leat, 2001: 72) added that the dominant impact of 
the new work structures upon employees' working lives might include: 
9 increased stress and effort levels; 
9 little significant upskilling, with task specialisation and gendered divisions of work 
remaining pretty much as they were; 
* little increase in employees' control of the work process and its organisation, 
management has remained opposed to extending employees autonomy and to any other 
moves that might impair their ability to define the content of acceptable work 
behaviour; 
* more assertive management that has been successful in gaining greater control over the 
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labour process; 
little or no lasting impact upon employees' commitment to the organisation and its 
objectives and no significant improvements in the extent to which employees trust their 
management; and, 
no change in the fundamentally conflicted nature of the employment relationship. 
In addition, in response to the market pressures, organisations have aimed to 
achieve what is called 'functional flexibility' (Regini, 1995; cited in Leat, 1998: 33). 
Hollinshead et aL (1999) argued that to achieve functional flexibility, companies segment 
their workforce into two groups: core group and peripheral group. According to Atkinson 
(1984), the core group of employees are those who posses the key, company-specific skills 
which can not be secured readily through the external labour market. Employed on full- 
time basis, the core employees are trained and rewarded to supply functional flexibility; 
they are expected to have polyvalent skills and to acquire new competencies as changes in 
technology or markets demand. To protect its investment in the core em loyees, and to 0p 
encourage employees' commitment to the company's goals, the company tends to offer 
core employees job security, relatively good pay, and the prospects of career development. 
Peripheral employees, on the other hand, are less central to the core business and, since 
their skills can be secured more easily in the external labour market, they are less protected 
from its competitive pressures. It is the ease of their disposability which is the key. 
Insecurely, irregularly or indirectly employed, they supply the numerical flexibility which 
enables the company to adjust rapidly the level of labour inputs to meet fluctuations in 
demand and to protect employment security for the core employees. 
It is worth noticing that adopting the concept of core and peripheral employees may 
mean that companies might show more interest in improving its core employees' 
perceptions of their quality of work life than in improving its peripheral employees' 
perceptions of their quality of work life. In addition, as argued by Holbeche (1998), recent 
changes in the marketplace have forced many organisations to become leaner. Lean 
30 
organisations, according to Holbeche (1998: 1), are those that trim their internal costs to 
produce the highest possible margins on whatever goods or services they are providing. 
Some of the negative effects of lean organisations on employees are job insecurity, loss of 
job satisfaction, confusion and lack of career development (Holbeche, 1998). 
Hence, in such a business environment, it might be expected that the hard version 
of human resource management might be dominant, while the soft version might be 
rhetoric. Little concern might be directed to QWL criteria such as a safe and healthy 
working environment, development of human capacities, growth and security, social 
integration, and work and life space. On the contrary, most of the concern might be given 
to cutting costs to be able to compete effectively in the potential turbulent marketplace. 
From the previous discussion, it could be argued that although internationalisation 
or globalisation may raise significant problems for those concerned about people 
management, organisations, even multinational organisations in the era of globalisation, 
may need to pay close attention to the motivational and developmental dimension of their 
human resources, or the soft version of human resources management. When organisations 
divide their labour according to each region's competitive advantage, it is not expected that 
well-educated and/or high skilled employees will be treated in the same way as low-skilled 
employees. At the end, people work orjoin their organisations to fulfil different needs, one 
and only one of those needs is to be compensated for their time and effort. Other human 
needs may also exist and it might not be to the advantage of the organisation(s) to ignore 
those needs. As Cole (1993: 86) put it "People are the greatest single asset available to an 
enterprise. In fact an organisation is people! Unfortunately, however, people are the only 
asset that can actively work against the organisation's goals. It is, therefore, only by 
collaborative efforts that people can release their latent energy and creativity in the service 
of the enterprise". Topolosky (2000) added that in response to the rapidly changing 
economic environment characterised by such phenomena as the globalisation and 
deregulation of markets, changing customer and investor demands, ever-incrcasing 
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product-market competition, many managers have experimented with a variety of 
improvement and change strategies to increase shareholder value and to gain a substantial 
competitive advantage in the global marketplace. As in many companies both traditional 
methods such as pricing, and product differentiation, and the non-traditional methods, such 
as downsizing, re-engineering, and outsourcing, neither reaped the expected economic 
benefits, such as lower operating expenses, higher profits, increased rates of return on 
investments or improved stock prices, nor the organisational benefits, such as lower 
overhead costs, improved communications, greater entrepreneurship, or increases in 
productivity (Cascio, 1993: 95; cited in Topolosky, 2000), business managers discovered 
that people are a unique source of, competitive advantage (Pfeffer, 1994; cited in 
Topolosky, 2000). As stated by Schuster (1986: 166; cited in Topolosky, 2000: 2) "it 
appears that increased attention to employees is going to have a major impact on business 
during the next two decades. Companies that begin to manage their human resources 
effectively to harness the untapped potential for commitment to the goals of the 
organisation will forge ahead, while others will find they are unable to remain 
competitive". Chang (1999b: 52) added that the most dynamic area of internationalisation 
seems to be in the sphere of people management. Human assets will be the key source of 
competitive advantage. Eskildsen and Nussler (2000: 581) argued, also, that the world 
market is becoming an increasingly difficult place in which to operate for today's 
businesses, making creativity a valuable virtue. This has caused the corporate focus to shift 
from financial resources to intellectual resources. The employees have evolved from a 
resource to be exploited to an asset that needs to be nourished, guarded and developed. 
This is in line with experiences from leading companies that, according to Evans and 
Lindsay (1999; cited in Eskildsen and Nussler, 2000: 581), maintain a work environment 
conducive to the wellbeing and growth of all employees. 
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2.5. SUMMARY: 
Many definitions of organisation may highlight the importance of people to the 
organisation whatever its type is. For example, Cole (1997) defines the organisation as 'a 
social entity formed by a group of people'. People, based on Cole's definition, are the 
active part of any organisation. Simply stated 'assets make things possible, people make 
things happen' (Werther and Davis, 1996: 6). Unfortunately, managing people is more 
sophisticated than managing any other resource of production, as people's behaviour is 
influenced by many factors originating from the individual and the surrounding 
environment. People are different also because they are the only resource who has the 
ability to evaluate, question and oppose the management's actions. As well, people are the 
only resource able and willing to create and innovate, hence their commitment has to be 
won. Many changes have occurred which could highlight an increasing interest in the 
human side of the organisation. For example, the shift from the scientific management 
approach, which ignored the individuality and creative abilities of employees and stressed 
the efficiency, to the behavioural management approach, which emphasised the importance 
and contribution of individuals and groups within organisations, as well as, the shift from 
personnel management to human resource management have been discussed. A key 
difference between personnel and human resource management is that while personnel 
management aims to achieve both efficiency and justice through meeting legal obligations 
and social responsibilities, human resource management is a unique and a distinct 
philosophy that values people as the major asset of the organisation and that regards human 
assets as being able and willing to grow and develop. The shift from the scientific 
management approach to the behavioural management approach, as well as, the shift from 
personnel management to human resource management might reflect a shift from the 
'Hard' to the 'Soft' versions of human resource management. In essence, the hard human 
resource management focuses on managing and controlling people so as to achieve the 
organisation's goals, whilst the soft version of human resource management focuses on the 
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needs of employees and the importance of their commitment to the organisation. HRM 
aims to improve the productive contribution of people to the organisation in ways that are 
strategically, ethically and socially responsible (Werther and Davis, 1996). To improve the 
productive contribution of employees to the organisation, employees might need to be 
motivated. The study of motivation is concerned with why employees behave in a certain 
way. Because of its potential positive impact upon the performance of both the individual 
and the organisation, many practitioners have attempted to create a work environment that 
could enhance the employees' motivation. Quality of work life (QWL) is considered as one 
of the most interesting approaches to motivate employees within the organisation at all its 
levels (Koontz and Weihrich, 1990). 
In contrast, recent changes in the marketplace might place new demands on 
companies, particularly in the area of HRM. In response to such new demands, top 
management might shift its interest from enhancing its employees' motivation and 
commitment to cutting costs so as to be able to survive and compete in the marketplace. - 
In this research, human resources are perceived as a unique source of competitive 
advantage. As the world market is becoming an increasingly difficult place in which to 
operate for today's businesses, creativity or intellectual capital may become a valuable 
virtue. This may cause the corporate focus to shift from financial resources to intellectual 
resources (Eskildsen and Nussler, 2000). 
Hence, in the next chapter, the concept of QWL will be discussed together with its 
movement, importance to both the organisation and the employees and its baniers. 
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CHAPTER THREE 
UNDERSTANDING THE QWL 
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3.1. OWL: THE CONCEPT: 
Many scholars and researchers have developed various definitions of QWL. For 
example, Nadler and Lawler (1983) described six different definitions of quality of work 
life. The first definition is QWL as a variable. In this sense quality of work life is 
employed as an overall term for outcomes from a job. The second definition describes 
QWL as an approach. In this sense it is defined as a programme between management and 
the union, a programme designed to improve co-operation and to help both the worker and 
the organisation. The third definition of QWL is as a set of methods, generally 
encompassing job enrichment, self-directed work teams, and so on. The fourth definition is 
QWL as an ideology and movement. In this perspective the third definition is expanded to 
include not only the many methods but also the conviction that such methods are 
necessary; that is, QWL methods are desirable, moral, and therefore obligatory. QWL has 
moved from the practical to the ethical. The fifth definition of QWL is that it has become 
everything. Any type of improvement, organisational development, or change in 
effectiveness is labelled QWL. The final definition of QWL is that it is nothing. 
Comparing between the fifth definition and the sixth definition, it seems likely that 
they represent two completely different extremes or views, from everything to nothing, and 
in between come all other definitions. 
Moreover, in the following table, Cotton (1993) summarised some of the QWL 
definitions argued by different authors. 
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Tnhli-- ('A I OWT . di-finitinm 
Reference Definition 
01. Efraty and Sirgy (1990) Need Satisfaction 
02. Karasek (1990) Job control and health 
03. Boissoneau (1989) Decentralisation 
04. Gates (1989) Employee motivation 
05. Covey (1989) Acceptance, challenge, purpose, fairness, and balance 
06. Adair-Heeley (1989) Outcome of just-in-time methods 
07. Giallourakis and Harders (1989) By-product of corporate loyalty 
08. Wisniewski (1989) Commitment to human resources systems work 
09. Martin (1988) Work restructuring 
10. Alexander (1988) Fully using one's skills, talents, and abilities 
11. Miller (1988) Technical systems are supported by social systems 
12. Cherns (1986) Concept with many political dimensions 
13. Nirenberg (1986) Subjective assessment of the relationship between 
management and labour 
14. Samuel (1987) Prod ucti vity-enhanci ng programmes 
15. Daily (1986) The work environment, including safety 
16. Trist (1986) Community-wide effort 
17. Hill (1986) Working atmosphere, attitudes, and methods 
Source: Cotton, John L. (1993). Employee Involvement: Methods tor Improving Fertorrpance and Work 
Attitudes. London: SAGE Publications. p. 35 
Some researchers have argued that there is no well-accepted or well-developed 
definition of the term quality of work life (Lawler, 1975) and no standard criteria or 
measures of QWL are available (Toan, 1979; cited in Elizur and Shye, 1990). They added 
that the concept of QWL has been used in the literature with many different meanings. 
This diversity is due to the different conceptions of QWL in the various social science 
disciplines (Westley, 1979; cited in Elizur and Shye, 1990) as well as to the changing 
views of corporate responsibilities and employee rights (Walton, 1975). Baba and Jamal 
(1991) supported that argument when they added that although there are disagreements 
over the precise definition of the concept of quality of work life, there is a general 
agreement over its multidimensional nature and its usefulness as a guiding notion in 
understanding work (Davis and Chems, 1975; Hackman and Suttle, 1977; Lawler, 1982; 
Rice et al. 1985; Walton, 1974; cited in Baba and Jamal, 1991). Nadler and Lawler (1983; 
37 
cited in Baba and Jamal, 1991: 379) defined quality of work life as a way of thinking about 
work, people and organisations. Its distinctive elements include a concern about the impact 
of work on people as well as organisational effectiveness and an orientation toward 
participation in decisions which affect the individual's job in particular and work in 
general (Nadler and Lawler, 1983; cited in Baba and Jamal, 1991). This latter definition of 
quality of work life clarifies some indicators of it such as job satisfaction, job involvement, 
work role ambiguity, work role conflict, work role overload, job stress, organisational 
commitment, and turnover intentions (Baba and Jamal, 1991). In its early forms, QWL was 
conceived of in terms of availability of jobs, training and mobility, job security, fringe 
benefits, and earnings. With the emergence of the social welfare orientation in economics, 
job safety, working conditions, equitable distribution of wages, and job opportunities were 
added (Mirvis and Lawler, 1984; cited in Elizur and Shye, 1990; Seashore, 1975). In 
addition, Nykodym et al. (1991) defined quality of work life as an attempt to 
systematically improve employee perception of work group processes. They added that 
quality of work life efforts focus on such fundamental issues such as employee perception 
of trust, shared motivational goals, open communication, co-ordinated efforts and 
confidence in one's work. 
In addition, other definitions or conceptions of QWL have emphasised the human 
resource development orientation, including job challenge, commensurate with rising 
levels of education in the workforce (O'Toole, 1977; cited in Elizur and Shye, 1990). 
Various authors have proposed that a high quality of work environment should be 
enriching in the sense that it provides autonomy and responsibility, develops human 
capacity, promotes positive work relations and supervision, provides advancement 
opportunities, and allows some control by the worker over decisions affecting her/him 
(Herbst, 1962; Lawler, 1975; Walton, 1980; cited in Elizur and Shye, 1990). Behavioural 
scientists have equated QWL with workers' satisfaction with their work and work 
environment (Taylor, 1974; cited in Elizur and Shye, 1990) and, thus, job satisfaction has 
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been advanced as the sole outcome criterion of a high QWL (Mirvis and Lawler, 1984; 
cited in Elizur and Shye, 1990). Although most authors agree that QWL is not just job 
satisfaction (Davis and Cherns, 1975), some of them use job satisfaction measures as 
indicators of QWL (Mirvis and Lawler, 1984; cited in Elizur and Shye, 1990: 277; 
Seashore, 1975; Sheppard, 1975). 
Mullins (1996: 499) has developed a comprehensive definition of QWL. He argued 
that quality of work life is best understood if it is seen as: 
A goal - improving organisational performance through the creation of more 
challenging, satisfying and effective jobs and work environment for people at all 
levels of the organisation. 
0A process - calling for efforts to realise this goal through the active involvement 
and participation of people throughout the organisation. Through their involvement 
people can make more meaningful contributions to the business and experience 
greater feelings of satisfaction, pride in accomplishment and personal growth. 
0A philosophy - viewing people as "assets" to be "realised" and developed and 
capable of contributing knowledge, skills, experience, and commitment, rather than 
as "costs" that are merely extensions of production and which have to be controlled. 
Perceived as a goal, according to Mullins' definition, QWL aims to improve the 
organisational performance through the creation of good work for all employees at all 
managerial levels. Bruce and Blackburn (1992) defined 'good work' as a work that might: 
allow employees to use the skills that are unique and special to them; 
allow employees to be in relationships with one another at the workplace; and 
allow employees to produce something that is "good", something to which they can 
look with pride, something that has social relevance. 
QWL focuses on employees and management operating the business together 
(Moskal, 1989). QWL efforts focus not only on how people (i. e. employees and managers) 
can do work better, but on how work may cause people to be better (Nadler and Lawler, 
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1983). The balanced focus of QWL on both how people can do work better and how work 
may cause people to be better may be critical to the success or failure of recent and future 
organisations, as it might help the organisations retain their key and most talented 
employees. 
Perceived as a process, according to Mullins' definition, QWL, to achieve its goal, 
could been seen as a process in which the organisation humanises the employees' 
workplace, in general. Quality of work life is all about humanising the work place. Shifting 
control and responsibility to the lowest managerial levels is considered the overt aim of 
QWL (Chems, 1986). According to the European Association for Personnel Management 
(1979), to humanise the workplace may mean: 
- to make it productively efficient: to make the work a way of progressively achieving 
everything; 
- to make it personally effective, capable of expressing and confon-ning fully and freely 
with the personality of the employee: to make the job a way of achieving everything 
for a man or a woman who works; and 
- to make it socially effective, capable of encouraging co-operation and harmony: to 
make the work a way of obtaining everything for everyone. 
Smith (1973: 4-5) added: 
"Motivated work is humanised work that is meaningful, has positive attitudes, proves 
satisfying in its work content and provides opportunities for planning, judgement and 
decision-making, gives variety and allows autonomy on the job, leading to the 
development of an active and well-balanced individual. De-humanised work is dull, 
repetitive, boring, over-controlled and often isolated from other people. In effect, it makes 
the worker part of a machine - mechanistic man - fully predictable and readily 
replaceable, the type of employee that our great-grandfathers aimed to hire for work in 
their mills and mines". 
Cole (1998) argued that humanising the work place is a trend toward what he calls 
"corporate spiritualism". This trend, according to Cole (1998), may mean creating a 
pleasant work environment, conducting regular employee satisfaction surveys, providing 
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targeted employee training, replacing command-and-control managers with those skilled in 
building relationships, and involving employees in business planning. In more detail, 
"corporate spiritualism", according to Cole (1998), may mean: 
- Getting rid of managers who are stuck on the old command-and-control style of doing 
business. Putting in place managers committed to the notion of creating relationships at 
work as a way of increasing profitability. 
- Conducting regular (at least annual) employee satisfaction surveys. Ask employees 
what they want most. Then give them those benefits and work systems that will both 
make them happy and make good business sense. 
- Creating an environment where employees feel nurtured and affiliated, then 
reciprocating with commitment and loYalty. 
- Providing training that specifically targets employee interest and talent. 
- Offering "hard" work-family benefits such as onsite childcare centres, onsite gyms or 
substantial financial support for such care, and "soft" benefits such as flexible work 
hours and consultative or supportive services for family needs. 
- Allowing the employees some degree of participation in decision-making in the larger 
strategies of the business and connecting them to the products delivered. 
- Creating systems with fewer levels of employee review but allowing just as much 
accountability. 
Hence, Nirenberg (1986) added that QWL programmes should deal with the 
fundamental assumptions and behaviours that influence co-operative human effort as well 
as the conditions of work itself. It is also an effort to study the organisation to discover 
ways of making the treatment of all members reflective of the philosophy that people are 
ends in themselves and not simply means to organisational ends. So, QWL has everything 
to do with improving man's relationship to his work, to his fellow workers and to the 
larger organisation. The old organisational syndrome is defeated. Instead of organisational 
success being attributed to a distant and impersonal leader (leadership) and organisational 
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failure attributed to miserable subordinates, success and failure become the product of a 
combined effort, a mutual sense of responsibility and a self-managed process open to all 
organisational participants (Nirenberg, 1986). 
Perceived as a philosophy, according to Mullin's definition, QWL is centred on 
people. QWL philosophy sees people not only as one of the main resources or assets of 
production but also as the most important resource or asset of production in the new 
business environment. Belasco and Stayer (1994) supported that philosophy when they 
argued that today circumstances have changed dramatically. The principle tools of 
production are not machinery and equipment, but the ideas and talents of the people. The 
intellectual capital of the scientist, the machinist, and the programmer is the critical 
resource, so the possessors of the intellectual tools of production -people- will come to 
exercise an effective power. People may reject the traditional view of employees as 
expressed by Overman (1999: 4): "Sometimes we still treat employees like children. 
Employees go to the supervisor and say: this is my problem. Fix it for me". But employees, 
according to Overman (1999), are really in a partnership. They need to say 'here are the 
work needs. How can we work around thisT 
Bovee et al. (1993) added that quality of work life is a philosophy of improving 
productivity by providing employees with the opportunity to use their individual abilities, 
pursue self-improvement, and identify with the organisation. Moreover, Burrell and 
Morgan (1979) argued that the quality of work life movement is based upon a philosophy 
of piecemeal or gradual social engineering which seeks to solve the problems posed by the 
transition from the industrial to the post-industrial society. Although committed to 
humanitarian concern for the development of human growth and potential through the 
satisfaction of higher-level psychological needs, the QWL selling pitch is invariably geared 
to the contribution it may make to the stability and survival of the organisation or the 
system as a whole. 
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Whatever the goals being pursued under quality of work life programmes are, it is 
important to recognise that there also is a body of underlying value beliefs about people 
that tends to give consistency to the quality of work life movement. Thus, instead of being 
a collage in which people are seen haphazardly trying different approaches, quality of work 
life will be viewed more accurately as a diverse movement that is the product of different 
goals, but with a unifying set of assumptions about people. 
Skrovan (1983) suggested some of those assumptions as follow: 
" People should be treated in the work environment with the dignity and respect they 
deserve as human beings in other situations; 
" People may support what they help to create; 
" People in a work environment may prefer to learn and grow with the organisation. 
People may want to understand how their organisation functions and how their 
individual efforts contribute to the whole; and, 
People may tend to act more responsibly when they are treated as adults. 
The comprehensiveness of Mullins' definition may stem from its concentration 
upon QWL, not only as a goal to be achieved, but also, as a philosophy to be believed in 
and adopted, and as a process to be followed. So to understand Quality of Work Life, it 
needs to be considered as a philosophy that regards people as assets not as costs. That 
means, to achieve a radical improvement in the quality of work life of any organisation, it 
seems likely that the philosophy of regarding people as costs has to be replaced by a new 
philosophy, i. e. realising people as assets. In other terms, the master-servant relationship 
between the employer and the employee needs to be changed to a co-operative relationship 
that realises people's knowledge, skills, experience, and organisational commitment. 
To make that philosophy applicable or to put it in practice, organisations need to 
change their internal culture to suit the new philosophy as well as to remove any barrier 
that could affect the process of change from the traditional philosophy to the new one. 
Mullins' definition also focuses upon the organisational performance, and relates its 
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improvement to the improvement that organisations would make in their way of treating 
people, by creating the work environment that helps people, at all levels of the 
organisation, perform more challenging, satisfying, and effective jobs. Moreover, the 
definition explains the tools or the process of how to create a positive quality of work life 
by active involvement and participation of people throughout the organisation, or more 
generally, by humanising the workplace. Mullins' definition is adopted because it 
identifies or highlights the potential cause and effect relationship between the employees' 
quality of work life and organisational performance, as well as between employees' 
involvement and participation and their perceptions of their quality of work life. 
Although there are many other definitions of quality of work life, this research 
adopts Mullins' definition based on the previous illustration. 
3.2. OWL: THE MOVEMENT: 
The quality of work life concept is as old as the wage iystem. itself. For as long as 
man has hired or worked for others there has been a divergence of interests which, to this 
day, has resulted in a wide gulf between their respective attitudes, expectations and 
treatment of one another (Nirenberg, 1986). A lot of literature may support this view. For 
example, according to Bratton and Gold (1999), the quality of work life (QWL) movement 
can be traced back to the publication of two reports, the Work in America Report (1973) 
and the British Report on the Quality of Working Life (Wilson, 1973). Cole (1997) added 
that in Britain, the former Work Research Unit (WRU) of the Department of Employment 
has made work design its major focus. As a result of case studies analysed by the WRU 
together with the findings engaged in work research, the WRU produced a guide to good 
practice in work design. Much of this work has acquired the label of 'the quality of 
working life movement', as its main drive is towards creating conditions in which 
employee-needs are given a high priority compared with the requirements of technology. 
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The WRU guidelines suggested the following approach to the design of work (Cole, 1997: 
89): 
1. In relation to tasks: 
One) tasks should fonn a coherent job. 
Two) tasks should provide some variety of pace, method, location and skill. 
Three) tasks should provide for feedback on performance. 
Four) tasks should allow for some degree of judgement by the person concerned. 
2. In relation to job and work organisation: 
One) there should be opportunities for learning and development. 
Two) some sort of desirable future should be available. 
Three) people should be able to contribute to decisions affecting theirjob. 
Four) work goals should be clear, and provide a degree of challenge. 
Five) adequate resources should be available to the job-holders. 
3. In relation to work context: 
One) industrial relations procedures should be jointly agreed between 
management and employees. 
Two) payment systems should be seen to be fair and should be related to 
contribution made. 
Three) personnel policies should be fair and adequate. 
Four) physical surroundings should be reasonable. 
Cole (1997) commented that the above guidelines, developed by WRU, seem to 
represent something of an ideal view of what should be done to enhance job satisfaction 
and human dignity at work. Several recent contrasting approaches often contain some of 
the elements of the WRU's guidelines or suggestions. Moreover, Littler and Salaman 
(1984) put forward five principles of 'good'job design which typify the QWL movement's 
challenges to the principles of scientific management. First, there is the principle of 
closure, whereby the scope of the job is such that it includes all the tasks to complete a 
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product or process, thus satisfying the social need of achievement. Second, there is the 
incorporation of control and monitoring tasks, whereby the individual or group assume 
responsibility for quality control. Third, there is task variety whereby the employee 
acquires a range of different skills so that job flexibility is possible. Fourth, there is self- 
regulation of the speed of work. Fifth, there is a job structure that permits some social 
interaction and a degree of co-operation among employees. 
With respect to the American literature, on the other hand, Ferris et al. (1995) 
argued that the field of human resource management (HRM) has emerged, developed, and 
evolved during the past century to represent one of the most interesting and important areas 
of organisational science and practice. The development of the practice of human resource 
management has passed through eleven stages. The eighth stage of these eleven stages is 
the stage of Quality of Work Life. Beginning around the mid-1960s and continuing 
through the decade of the 1970s, there was a rise in the view of the importance of human 
resources and a view of them as assets, not liabilities. However, this period of time, which 
was referred to as the Quality of Work Life era, distinguished itself as a series of efforts 
directed at satisfying the interests of both employees and organisations through the 
formulation and implementation of policies and practices which maximised organisation 
performance and at the same time, employee wellbeing. What this meant for the human 
resource management function, according to Ferris et A (1995), was the development of 
programmes in such areas as job design and enrichment, which, along with career planning 
and development, were intended to improve the psychological quality of work life for 
employees, and presumably make them more committed to and satisfied with the 
organisation. Other efforts designed to improve the quality of work life were various forms 
of employee participation. The efforts of this era were driven not only by a realisation that 
investments in human resources were sound and should show a considerable return, but 
also by the changing nature of the workforce. The workforce in the 1970s not only was 
becoming more highly educated, but also they reflected considerably different attitudes, 
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beliefs, and values about the role of work and organisation in their lives. Part of these 
changing attitudes was reflected in increased interest in having more input and 
involvement in workplace practices and decisions. 
In Egypt, although the QWL concept and terminology may not be well known on a 
large scale in the Egyptian industry, there are some efforts exerted to improve many 
aspects of the Egyptian working conditions. For example, there is a trend toward what is 
called 'maintaining the human resources' through providing them with the appropriate 
physical and social working environment. This could be done, as argued by El-Khateb 
(1995), by providing employees with health services, industrial safety and security 
programmes, and some social services. These services or programmes are provided in 
order to increase the level of employees' job satisfaction, hence gain their organisational 
commitment toward their organisations and help improve their level of productivity both 
qualitatively and quantitatively. 
From the previous discussion, it could be argued that QWL movement might be 
considered one of the stages through which the management of people has passed. In 
addition, QWL movement might represent a change in the management's philosophy 
towards its employees. It seems that the increasing importance of human resources may 
encourage organisations/employers to treat or perceive its workforce as assets to be 
realised and developed rather than as costs or liabilities to be minimised or controlled. 
3.3. THE IMPORTANCE of QWL- 
The previous discussion may show a logical trend toward the increasing importance 
of human resource management in general and the quality of work life in particular. Its 
logic may stem from the view that the impact of new technologies on organisations 
undermines bureaucratic structures and demands reconfiguration. Every aspect of 
organisational culture is being transfon-ned, and that is why a new management philosophy 
may be necessary. The assistant of the president of the United Steelworkers of America 
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justified that transformation as follows: 
"For decades the steel industry has operated basically as an autocratic industrial institution. 
Simply put-workers were hired to do exactly as ordered by their foreman. No questions, no 
feedback. A good worker was one who showed up on time, everyday, did as he was told 
and did not complain. Thus, a steelworker learned quickly that he was just a check number, 
hired to labour, with no right to use his experience or mind or to fulfil his desire to 
participate. 
A worker was stripped of dignity and pride. A worker wanted to believe in our system of 
democracy, but was puzzled by the absence of industrial democracy in the workplace for 
the major part of his life span. 
Today this workplace dissatisfaction is compounded by the growing fear of more layoffs 
and plant shutdowns -a combination that has resulted in workers being alienated from 
their company with no real concern or interest in production and product quality. 
The problem has become more acute due to the fact that steelworkers hired in the last two 
decades are part of the new generation with changing cultural attitudes, who want more out 
of life than a job that robs them of their self-dignity. They are demanding a job that offers 
satisfaction for personal input, and a feeling of having contributed something more than 
just their guts and sweat in the work progress. 
The steel crisis - combined with workers' desire for job satisfaction and dignity - has 
given us an opportunity to take an important step forward. It was against this backdrop that 
steel management finally concluded that autocratic management does not promote 
productivity, that management can not successfully legislate or order people to become 
conscious of quality or production" (cited in Camens, 1982: 3). 
In addition, Elizur and Shye (1990) argued that the major problems facing many of 
the industrialised countries is the quality of work life (QWL) and its relationship to general 
quality of life (QOL). Scientists and managers alike are manifesting a growing interest in 
the QWL concept and in factors affecting it, with the aim of leaming how to improve the 
individual's QWL. Moreover, Kast and Rosenzweig (1979; cited in Elizur and Shye, 1990) 
added that, in addition to contributing to greater human satisfaction, improved QWL is also 
fundamental to the long-range efficiency, adaptability, and effectiveness of organisations, 
and national performance. Mng (1992) argued, also, that there is a pressing need to look at 
the quality of working life and change the debate from being centred on the availability of 
work to the quality of working life. She added that the morality of some jobs is very 
questionable and a constant concern should be to realise a far greater proportion of talents 
which employees have and involve them more deeply in understanding the opportunities 
and problems facing their business. 
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In addition, Nykodym et al. (1991) argued that QWL draws on a number of 
important needs for both process and outcome. These needs include: (1) QWL building on 
workers' natural desire to identify with the product they produce, and with their 
organisation; (2) QWL expanding workers' opportunity to make a contribution; (3) QWL 
promising to end needless conflicts with supervision; (4) QWL providing respect to the 
individual; (5) QWL providing a group identity. An overall observation concluding that 
QWL fills needs that are legitimate. All of these factors appear to contribute to increasing 
both employee and organisational effectiveness (Parker, 1985: 9-10; cited in Nykodym et 
al. 1991). 
On the other hand, Harris (1986) argued that there are ten indicators of tomorrow's 
work culture. The first indicator is "Autonomy and control over work space". He argued 
that employees in tomorrow's work culture may seek more freedom of choice, more self- 
responsibility, more authority (especially at lower levels of the organisation). They may 
want more ownership of their work, psychologically and/or factually. They may want to 
exceed traditional boundaries that constrict, separate, or regulate work. They may also 
expect to be treated as human at work, to make mistakes or fail when taking risks and to 
learn from their mistakes or failure. The second indicator is "Participation in the 
enterprise". Future employees may seek more democracy in their work organisations. For 
employees, this may mean sharing in management problem solving, planning and 
decisions. For management, it may mean obtaining consensus or negotiating power sharing 
and compromises. This trend is manifested in team, project and product management, as 
well as in various attempts at collegiality, such as networking. The third indicator is 
"Communications and information orientation". Employees at work may seek more open, 
real and circular communications at work. They may want to have input and give 
feedback; so they may be willing to respond to attitudinal surveys. They may expect to use 
a variety of media in transmitting messages at work, including electronic devices. 
Communications planning and co-ordination should become a senior management 
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function. The fourth indicator is "Informal and synergistic, or equal, relationships". 
Employees, in tomorrow's work culture, may seek work relations that are more co- 
operative, meaningful, caring and respectful. They may resist hierarchical or status 
relations and may prefer those which are more informal and interdependent, marked by 
equality and integrity. The fifth indicator is "Enhanced quality of work life". Harris (1986) 
added that employees in tomorrow's work culture may seek work that is more self- 
fulfilling, more meaningful, and more mentally rewarding. They may want a creative work 
environment that energises them. They may have higher expectations regarding 
entitlements, such as wellbeing programmes and sabbatical leaves, and physical 
surroundings. Often, they may prefer leave time or incentive travel over increased pay; 
they may be more concerned about corporate support services and fringe benefits that 
permit them to function effectively on and off the job. The sixth indicator is "Creative 
organisational norms". Employees may support new work standards that emphasise 
competence, high-performance, entrepreneurship, risk taking, and creativity. Standards of 
work behaviour and performance must reflect such attitudes or thoughts whether they 
appear in personnel manuals, union contracts, work conventions, or management 
pronouncements. 
Harris' seventh indicator is "High performance and productivity". People at work may be 
achievement-oriented and may develop a work ethic of professionalism. Concepts like 
"excellence", "quality", and "service" motivate high performance in what is a career, not 
merely a job. They may seek self-approval for top performance, not just organisational 
recognition. The eighth indicator is "Entrepreneurial orientation". Employees in the new 
work culture may value pluralism, competent performance and innovation. They may 
espouse entrepreneurial attitudes. Entrepreneurial types focus on where opportunities are 
going to be, then create concepts, processes, products or structures to capitalise upon them. 
These promoters match people and resources with opportunities for greater choice, self- 
expression, and profit. This spirit may energise employees to create and take responsibility 
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for their own futures by making the most of knowledge, talent and change. The ninth 
indicator is "Technological orientation". People at work may be engaged in work of a more 
technical nature, often related to information processing. Technology and its tools are 
artefacts of culture, and in the new work culture its use is increasing. Harris' tenth, and 
final, indicator is "Research and development orientation". Employees of the future may 
have a greater research and development orientation. Research might be used to identify 
people, products, processes, and markets; it might maintain technological innovation and 
advantage. It might impact "bottom-line" mentality, and balance short-term returns against 
long-ten-n pay-off(s). 
Moreover, Certo (1980) supported the importance of the fifth indicator (enhanced 
QWL), suggested by Harris (1986), in particular, by arguing that the increasing interest in 
the quality of work life may be one of the main characteristics of the workforce of the 
future. Generally, the workforce of the future may be more interested in the overall quality 
of work life than any other workforce that has preceded it. 
In addition to the expected increasing interest of the workforce of the future in the 
QWL, according to Certo (1980) and Harris (1986), there are many other reasons for 
attention to QWL. Mullins (1996) argued that attention to QWL is likely to be motivated 
by a combination of concern with two related issues: 
A moral or ethical motivation based on the recognition of broader educational 
standards, changing social values and wider expectations of the quality of work life, 
including the satisfaction that people derive from their work, and the functioning 
and management of organisations; and 
Motivation through good business practice and enlightened self-interest, the need 
for cost competitiveness, and attempts to overcome high levels of absenteeism, staff 
turnover and dissatisfaction, and other obstacles to the search for improved 
organisational performance. 
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Moreover, Greenberg and Baron (1997) added that QWL programmes are ways of 
increasing organisational output and improving quality by allowing the employees to 
participate in decisions that affect them on their jobs. QWL programmes support highly 
democratic treatment of employees at all levels and encourage their participation in 
decision-making. El-Khateb (1995) argued that employees who work in good physical, 
psychological and organisational. working conditions may be more able and more keen to 
exert effort to help their employers achieve their objectives. Moreover, QWL programmes 
are considered a vehicle to enhance organisational perfon-nance (Chao et al. 1986; cited in 
Nykodym et al. 199 1). 
Previous researches reveal two observations regarding the quality of work life 
(Lawler and Ledford, 1982/1983). First, significant, long terrn improvements in 
productivity may need to be accompanied by improvements in QWL. Autocratic 
management may lead to enhanced productivity even though QWL is made worse, 
however, autocratic managers can seldom sustain productivity gains in the long run 
because declining QWL usually leads employees to withdraw from the organisation. This 
withdrawal may be seen as increases in absenteeism and turnover. Or if employees have 
poor "mobility" and select not to leave physically, they may leave or withdraw 
psychologically - which is sometimes evidenced by the statement, "I will do my work and 
no more". Anything out of the ordinary is simply labelled "not my job" and ignored. Thus 
in the long run, added Lawler and Ledford (1982/1983), QWL and employee productivity 
go hand in hand. The second observation, according to Lawler and Ledford (1982/1983), is 
that most people report high QWL when they feel that they are contributing to the success 
of their organisation in some meaningful way. Merely, doing their job is often insufficient 
if their work does not allow them to influence the decisions that affect them. People want 
to know that they make a difference. 
In addition, there are many environmental factors that lead to increased attention to 
QWL. One of these factors is the labour market. In a tight labour market, it may be easier 
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for employees to move from one organisation to another and at the same time organisations 
may be forced to adopt policies that help them retain their highly qualified employees. In 
such a case, employees, especially highly qualified employees, are in a strong position 
compared to the employer. On the contrary, if the labour market is not tight, organisations 
may not be enforced to improve their QWL, as employees have a very little chance to 
move from one organisation to the other. In this case, the employers are stronger than their 
employees. For example, Diane McNutt, HR director for Ceridian Employer Services in 
Minneapolis said: 
"We are doing more training in the area of employee retention. We are challenging 
managers to put more time into considering the individual relationship between employee 
and manager. A manager needs to understand what is important to each individual 
employee. Some may be motivated by compensation, some require flexibility to be 
productive. A lot of employees are up-front about what is important to them and managers 
are getting smarter about understanding the needs of each individual employee. We are 
encouraging managers to help employees with workload balance. With rapid turnover, 
managers are always training new people and relying on existing employees to do 
manager's job to always have the solution, but it is the manager's job to be open to 
suggestions. It is easier to say no, but the manager should let the employee or the work 
group come up with solution. Employees will pitch in and help each other. Most 
employees have thought through most of the concerns about getting their work done and 
how a change affects customers and co-workers. The manager's job is to listen, be 
supportive, and apply good common sense" (cited in Overman, 1999: 3). 
Verespej (1990a) argued that the key to business success in the 1990s would be 
how well business uses and involves its workers. He added, in the 1990s, as never before, 
people may be the key to the performance and competitiveness of most organisations. 
Global forces may make it mandatory that organisations need to give their employees 
increased responsibility and authority over production processes and quality, if they want 
to be competitive. The most successful organisations, according to Verespej (1990a), may 
be the ones that are most committed and creative in responding early to human resources 
issues. Thus, the winners of the 1990s may be those organisations that change the 
structure, the style, and assumptions of leadership, and focus on the content of the work, 
not the bureaucracy of the work. 
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Howarth (1984) argued also, that the fundamental social, economic, political, and 
technological changes taking place today may affect the attitudes of the two main groups 
of people with whom an organisation must deal: its customers and its employees. 
Nowadays both are more demanding. Today's employees expect not only to earn a decent 
living, but also to get some personal satisfaction out of doing so. They are concerned about 
the quality of their working experience, just as the customers are concerned about the 
quality of the service they receive. Both groups wish to be treated as people rather than as 
'the consumer' or 'the workforce'. Hence, Howarth (1984) added, the underlying problem 
is that many organisations are out of step with the changing expectations of their 
employees. Although the consequences of this problem can be serious, its presence is not 
always suspected, partly because it tends to show indirectly in different symptoms which 
vary in effect from threatening to bring the whole organisation to a standstill to creating a 
vague feeling that things are not going as well as they might be. According to Howarth 
(1984: 4), if employees have any of the following feelings about the work they do, the 
organisation may have a problem: 
- it bores them; 
- it offers little challenge; 
- it carries less responsibility than they would like; 
- it gives them no sense of achievement; 
- it allows little scope for them to develop their skills; and 
- it offers only limited chances of advancement. 
An organisation, according to Howarth (1984: 5), may also have a problem if its 
employees have any of the following feelings about the way their work is managed: 
it gives them too little discretion in key decisions; 
it allows them too little control over matters that affect them; and 
it stops them from getting feedback about how they are doing. 
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The argument here, according to Howarth (1984), is that it is supposed that the 
majority of employees want to do their work well. If their jobs interest them, give them 
scope to use and develop their abilities and experience, to meet challenges, take 
responsibility and to advance their careers then they will try to do their work well. Their 
talents will be fully used. They will get satisfaction and their organisation's customers will 
benefit. On the contrary, if jobs are not of this kind, employees' abilities will be wasted 
and employees will not try to do their work particularly well. They will not find 
satisfaction and neither will their customers, inside or outside the organisation. This is true 
of employees at all levels of the organisation and in all functions. In the words of some of 
Saab's American advertisements: 'Bored people build bad cars' (cited in Howarth, 1984: 
5). Increasing interest in QWL will, most probably, maximise the employees' level of job 
satisfaction and accordingly, build good cars (Howarth, 1984). For example, Jack D. 
Whyte, Chairman of the United Auto Workers (UAW) Local 362 at GM's Bay City, 
Mich., said: 
"We have done something to take the boredom out of the work. We have let 1800 people 
run the business. People feel good about themselves. When you let responsible adults act 
their age, you'd be surprised at the positive results" (cited in Moskal, 1989: 13). 
Moreover, it seems likely that the successful adoption of new management 
philosophies and/or techniques may be conditional upon the existence of a supportive 
QWL. For example, James (1992) argued that creating the QWL culture is seen as an 
important prerequisite for those organisations that seek the adoption of a total quality 
management (TQM) programme. A QWL culture underpinning is essential to a successful 
TQM strategy. 
The aim of a QWL culture is to create a fear-free organisation in which employee 
participation is strongly pursued (James, 1992). It generates a high degree of reciprocal 
organisational commitment: the individual to the goals and development of the 
organisation, and the organisation to the needs and development of the individual. Such a 
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culture secures and fastens the development of total quality. Moreover, Stum (1998), in his 
study to determine the most important ingredients for an employee retention formula, has 
identified "A fearless culture" as the first organisational commitment driver. That is the 
extent to which the organisation encourages its employees to challenge the way things are 
done. Being able to speak up and speak against the status quo would be possible only in a 
culture where there was no fear of punishment; i. e. a QWL culture. 
Considering the employees' perceptions of their QWL may also be an important 
reason for increasing interest in improving the employees' QWL. In a report published by 
the American Productivity Centre in 1982, some employees expressed the following 
perceptions about their QWL: 
As the employee begins to feel better about him/herself, he/she begins to be more 
concerned about his/herjob. 
A sclf-fulfilled person who is willing to assume his own responsibilities makes a better 
employee and, therefore, produces a better product. 
- Participating in the QWL effort gives the employee a chance to be heard, maybe 
improve something, work together with his/her co-workers and get to know them. 
In addition, Ondrack and Timperley (1982: 1-8) argued that quality of work life 
might also be seen as a social phenomenon. They added that the general trend seems that 
the societal environment is changing in such a way as to require new forms of 
organisational structures and processes and to render many conventional forms obsolete. 
While mechanistic organisation forms were becoming almost obsolete, organic 
organisation forms are becoming increasingly required (Bennis, 1969; cited in Ondrack 
and Timperley, 1982). The basic principle underlying these positions is that of contingency 
theory of organisations, where it is stated that only certain types of organisation forms are 
compatible with, or well adapted to, uncertain, rapidly changing environments. Moreover, 
a contingency theory approach also has found the case that some organisations are better 
suited to their particular environments by being more mechanistic, more centrally regulated 
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and more tightly controlled, with the environments in these cases being fairly stable, slow 
to change and with low uncertainty. If all possible organisation environments are going to 
become turbulent in the future then such mechanistic organisations may indeed be less well 
adapted, but this type of future seems to be an unlikely possibility for all organisations. 
Bureaucracies have been around a long time and it seems that any large-scale organisation 
with a need to have some consistency of its operations must have some mechanistic 
organisations. Even within organisations, it has been found that some parts are mechanistic 
and other parts are organic, depending upon the relevant microenvironments faced by the 
organisation sub-units. Cole (1997) argued that organic organisations are those 
organisations that are designed so as to reflect the dynamism of all the relationships 
between people, tasks, technology and environment. Organic organisations achieve a 
degree of flexibility that may not exist in mechanistic organisations, participative and 
decentralised structures are best suited to their notions of the emerging environment. 
Organic organisations, according to Ondrack and Timperley (1982), can only be managed 
in a QWL fashion. They added that the analysts of the emerging social environment see a 
neat correlation between appropriate forms of future organisations and the need for greater 
amounts of QWL changes in current organisations. Organisations that fail to adapt, it is 
implied, may necessarily suffer in the longer run. QWL changes will probably become 
more frequent. Changes to work of the job rotation and job enlargement types will also 
probably become more common because they do not ordinarily require significant changes 
to the organisation's operations and may be used by management in their continuous 
search for means to further motivate employees. Such changes will be used in an attempt to 
put some degree of variety in work to offer something more than pay and decent working 
conditions to a workforce of generally higher levels of education. These are all positive 
changes and should be feasible in any type of organisation whether mechanistic or organic. 
QWL changes may be seen as an improvement over highly specialised, machine-paced 
work in Tayloristic systems. Copenhaver and Guest (1982/1983) added that the interest in 
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improving the quality of work life is no accident. It parallels, and some might say reflects, 
societal changes. Employees are more educated today and may be less likely to accept 
authority without question. 
Moreover, it could be argued that the importance of QWL might be inferred from 
its potential advantages. Cole (1995: 286) argued that QWL might have many advantages 
for both the organisation and the employee. Some of those potential advantages may be: 
1. QWL may allow for a comprehensive approach to work design-task design, job 
construction, participative consultation and adequate personnel policies. 
2. QWL may enhance employees' motivation. 
3. QWL may increase job interest. 
4. QWL may provide realistic work-related learning opportunities. 
5. QWL may improve attitudes towards labour flexibility. 
6. QWL is likely to become embedded in the organisational culture. 
7. QWL is likely to make pay and conditions move together with job changes. 
Finally, Molander and Winterton (1994) argued that the most effective solutions to 
employees' absenteeism might involve a combination of strategies to bring long-term 
improvements in QWL. 
In sum, it seems that the importance of QWL may stem from three main sources: 
First, the changes in the work culture itself. It might be inferred from the previous 
discussion that employees today may be more aware of and more interested in working in 
organisations that take care of them and help them enjoy their work life as well as their 
personal life. They also may be more interested in knowing what is going on around them 
through their effective participation in their job-related decisions, in particular, as well as 
the decisions that may affect their overall organisational performance, in general. 
Second, the changes in the characteristics and interests of the workforce. It seems, in 
general, that employees today may be more educated and keener enough to know and 
defend their rights at work. They may also become more interested in knowing where their 
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organisation is going and to what extent their contribution may help it go where it plans to 
go, in other words, they want to know whether or not their work makes a difference to their 
organisation. 
Third, the expected positive outcomes for both the employers and the employees. It seems 
also, from the previous discussion, that the quality of work life may have a positive effect 
on the ultimate outcomes of the organisation, in ten-ns of the quality and quantity of goods 
and services produced and how it is produced or delivered to the end-customers. It could 
be inferred that organisations with high or good quality of working life may have satisfied 
and committed employees, and accordingly, satisfied and committed customers. The end 
result, in such a case, could be helping the organisation achieve both its long-term and 
short-term goals. 
However, there are reasons for questioning the universal applicability, values and 
needs implied in much of the literature on quality of work life. It seems unacceptable to 
deal with the QWL issue as the only solution for all human problems that might face 
different organisations in different countries, with different kinds of employees. Although 
people share some needs, especially the physical needs, people, on the other hand, may 
differ on a wide range of needs. The difference between people may be due to many 
individual or cultural causes. For example, in his study to explore national cultural 
differences among different employees from different countries working for the same 
multinational company, Hofstede (1980) found that people could be differentiated 
according to four different dimensions of work culture-related values. One of those 
dimensions is the power distance, which describes the extent to which inequality is seen as 
an irreducible or unquestionable (Hofstede, 1980). It could be inferred, from Hofstede's 
study that people, according to different work culture-related values, may have different 
needs and may have different motives. Those employees who are ranked high on the power 
distance dimension may not be motivated by being allowed a high degree of participation 
in decision-making, they may positively evaluate close supervision, and the reverse is true 
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with those who are ranked low on the power distance dimension. This may mean, it might 
be reasonable to deal with the QWL issue on a situational or contingency basis, i. e. 
different QWL criteria may suit different types of employees at different workplaces and in 
different cultures. In sum, as argued by Portis and Hill (1989), QWL efforts or 
programmes might not suit all types of organisations. And it is therefore important that 
research on quality of work life seeks to establish and takes account of employees' needs, 
wants and values, since these are likely to influence their perceptions of the quality of work 
life offered them by their employing organisations. 
3.4. BARRIERS to OWL: 
Despite its potential importance (discussed before in section 3.3), it seems that a lot 
of problems or barriers may make improving the employees' quality of work life a difficult 
task or job. Previous studies have highlighted some of the barriers that might hinder 
improving the employees' quality of work life. For example, Feldman and Arnold (1983) 
argued that the growth of QWL programmes is inhibited by a number of factors. First, 
QWL demands a different style of management than has frequently been practised in the 
past; it requires co-operation and participation and can not be imposed unilaterally. It 
requires a new style of management that depends on and encourages co-operative, 
symmetrically dependent relations, rather than the traditional style of management. At the 
heart of the traditional organisational paradigm of work (i. e. the traditional style of 
management) is the master-servant relationship. Logically this is a relationship of 
asymmetrical dependence: the servant is dependent on the master for his job. As far as the 
master is concerned, the servant is a redundant, replaceable part. From this the notions of 
managerial privilege and the right to hire-and-fire flow naturally. The new paradigm 
(QWL) is a relationship between employer and employee that is based on symmetrical 
dependence, a relationship of co-operation within work. It expresses a refusal to accept the 
role of servant in a master-servant relationship. It accepts, however, that workers are often 
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able to do their work better with good management and that management can do nothing 
without workers (Emery, 1980). Bureaucratic, highly controlled work environments can 
prevent employees' willingness to participate in their organisation's success. On the other 
hand, organisations that are less hierarchical are encouraging their employees to become 
more involved and hence, maximise their contribution to the success of their organisations 
(Dobbs, 1993). 
The vice-president of the United Automobile Workers Union argued that management 
might need to accept that: 
"Workers are adults in the workplace as they are in society at large; that the democratic 
values we appreciate as free citizens in our homes and communities are in good measures 
transferable to the place of work; that these democratic values entail direct individual and 
collective worker participation in the decision-making processes ... Not every worker will 
be amenable to participate in a quality of work life programme. Some prefer the autocracy 
of the workplace, as we know it today. Equally, not every job is subject to a democratising 
shift in work life. But the genius of the human mind, once set on the course of 
"humanising" work and of bringing democratic values into the workplace, will perform 
wonders in satisfying the desires of workers to be part of the decision-making process at 
the workplace" (Bluestone, 1977: 46; cited in Nirenberg, 1986: 32). 
Wicker (1974; cited in Nirenberg, 1986: 34) added: 
"We have to make people think there is hope for them. If we are not successful in giving 
meaning to their lives, then we may see the terrible chaos of the end of technological 
society ... If you do not make changes 
in the way people work, an increasing number of 
companies ... will find that there are simply no more people to 
do the work for them, even 
when these people are going hungry". 
The problem here is that such change may require a change in the organisational 
culture itself to suit and support the new style of management. According to Overman 
(1999), QWL programmes can't succeed until they are pushed out of the nest. For them to 
succeed, top management and line management must truly buy in and integrate the QWL 
programmes into the corporate culture. Overman (1999) added that organisations need to 
alter their culture and the behaviour of their managers and supervisors to facilitate any 
form of permanent change. Changing organisational culture is not an easy task; on the 
contrary, it requires a lot of effort, time, and money. Smith (1973) gave a related comment 
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to this point. He argued that the benefits of humanising the workplace are not immediately 
apparent in company profits in the short-term, although, in the long-term, any 
improvement in morale (due to improvements in the work life) is likely to be reflected in 
greater keenness and interest in the job leading, in all probability, to a greater output. 
Second, it costs substantial amounts of money to introduce some of these organisational 
changes, and top management may not yet be convinced that QWL programmes will 
increase productivity. It seems likely that one of the main cost items in introducing QWL 
programmes is the cost of training, as all employees and managers, at all levels of the 
organisation need to be trained on their new roles and how to handle their new 
responsibilities effectively. Third, QWL has not spread more quickly because workers as 
well as managers are suspicious of it. Unions are instinctively hesitant to co-operate with 
their old enemy; the management, and are anxious about moving away from the bread and 
butter issues of wages and job security. Unions can fear loss of power and membership-if 
employees jointly run the business, and trust is built up between employees and managers. 
Some unions think that this could make the unions unnecessary (Moskal, 1989). 
In addition, there are fears as well, on the part of management and non-management. 
Management is often fearful of giving up too much power, of becoming vulnerable, of 
having to learn to lead rather than boss subordinates. Non-managers fear the added 
responsibilities of running a business that have not been their right or desire in the past. 
Verespej (1990b) added that in improving the employees' quality of work life, most 
companies might bypass the frontline supervisors, hence, frontline supervisors may feel 
rejected, threatened and excluded. Such feeling may result in supervisors' resistance to any 
effort to improve the employees' quality of work life. 
Moskal (1989) added that management, in general, critics claim, remains hesitant 
about how much control to give up in order to fully tap creative ideas and suggestions from 
below. "QWL is not institutionalised yet. I am skeptical you will ever find real power 
sharing between management and labour", argues Larry Hirschhorn, author of Beyond 
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Mechanisation (MIT Press, Cambridge, Mass., 1984; cited in Moskal, 1989: 14). 
Moreover, Moskal (1989) argued that managers stress that successful QWL 
programmes take time and patience. Too often, management thinks a good idea can be 
implemented at 9: 30 a. m. and if it doesn't take hold by the afternoon coffee break, it is a 
failure and is neglected. One of the enemies of QWL is impatience. It takes time to find a 
formula that will fit the workforce and the management team. 
In addition, some organisations seem to be looking for the perfect formula that is 
repeatable under all circumstances and in all corporate cultures. This is another barrier to 
QWL programmes. As far as each organisation has its unique identity, each organisation 
has to adopt its own QWL programme that suits its culture. Referring again to the 
contingency theory to organisation and management which is concerned more with 
differences between organisations than with similarities, managers need to be adaptable 
and vary their behaviour according to the particular situation, and the different needs and 
motivations of staff (Mullins, 1996). Mullins (1996: 449) added that the varying situational 
factors together with the complicated nature of human behaviour lead to the complex- 
person concept of motivation. 
Some of the barriers to QWL may also be inferred from its potential disadvantages. 
Cole (1995) argued that QWL might have the following disadvantages: 
1. It may require a substantial commitment from top management given the strategic 
nature of QWL. The problem here is that if top management of the organisation 
believes in the hard version of human resource management, it might not be ready or 
willing to devote much of its time and effort even to think of improving its employees' 
quality of work life. 
2. It may require an ongoing consultative support, even if supplied from an internal 
source. 
3. It may imply an ongoing support from the personnel and training functions. 
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To sum up, it could be concluded that the most important barriers to QWL effort 
might be: 
First, the changes that it may require in the organisational culture, as such changes are not 
easily applied, and it might take a long time. 
Second, QWL effort is a long-term strategy, so it is expected to take a long time and effort 
to reap its potential rewards, hence it needs patience. 
Third, the fear of QWL effort, on the part of managers and supervisors, employees, and 
unions, and the resistance that may be shown toward such efforts. 
3.5. SUMMARY: 
In this chapter, the concept of QWL has been discussed. Although some researchers 
argue that, because of its multidimensionality, there is no well-accepted or well-developed 
definition of QWL, others have developed a wide range of definitions. For example, 
Mullins (1996) argues that QWL is best understood if it is seen as: 
0A goal - improving organisational performance through the creation of more 
challenging, satisfying and effective jobs and work environment for people at all 
levels of the organisation. 
0A process - calling for efforts to realise this goal through the active involvement 
and participation of people throughout the organisation. Through their involvement 
people can make more meaningful contributions to the business and experience 
greater feelings of satisfaction, pride in accomplishment and personal growth. 
0A philosophy - viewing people as "assets" to be "realised" and developed and 
capable of contributing knowledge, skills, experience, and commitment, rather than 
as "costs" that are merely extensions of production and which have to be controlled. 
QWL is all about humanising the workplace. It focuses not only on how people can 
do their work better but also on how work may cause people to be better. QWL philosophy 
sees people as assets to be maintained and developed rather than as costs to be controlled. 
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The QWL movement in the UK, USA and Egypt has been discussed. In the UK, the 
QWL movement can be traced back to the publication of the British Report on the Quality 
of Working Life (1973). Much of the work of the fon-ner Work Research Unit (WRU) of 
the Department of Employment has acquired the label of 'the quality of working life 
movement'. Aiming to create work conditions in which employee' needs are given a high 
priority compared with the requirements of technology, the WRU has developed some 
guidelines concerning tasks, job and work organisation, and work context, which seem to 
represent something of an ideal view of what should be done to improve the employees' 
perceptions of their QWL, so as to enhance their level of job satisfaction and human 
dignity at work. In the USA, the QWL movement has been traced back to the publication 
of the Work in America Report (1973). The QWL movement in the USA has been 
perceived as one of the stages through which the development of the practices of HRM has 
evolved. It represents a series of efforts directed at satisfying the interests of both 
employees and organisations through the formulation and implementation of policies and 
practices which maximised the organisation's performance as well as the employees' 
wellbeing. In Egypt, although the concept of QWL may not be well known on a large 
scale, there are some efforts to improve many aspects of the Egyptian employees' QWL. 
The importance of QWL, to both the organisation and the employees, has been 
highlighted. QWL seems important as evidence suggested that long term improvements in 
productivity and performance might need to be accompanied by improvements in the 
employees' QWL. It might also be important, as increasing interest in QWL might be one 
of the main characteristics of the workforce of the future. Today's, as well as tomorrow's 
employees, because of some social, economic, political and technological changes, expect 
not only to earn a decent living, but also to get some personal satisfaction out of doing so. 
In addition, QWL seems important, as some new management phi losophies/approaches 
(such as TQM, organic organisations, etc. ) might be conditional upon the existence of a 
supportive QWL. 
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Finally, some of the possible barriers to improving the employees' QWL have been 
presented and discussed. Cutting costs, as a competitive strategy, might pose a critical 
barrier to improve the employees' QWL, as also be a lack of top management support. 
In the coming chapter, some of the different forms that could be used to improve 
the employees' QWL, as well as some of the QWL criteria will be discussed. 
66 
CHAPTER FOUR 
QWL: FORMS AND CRITERIA 
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4.1. OWL: THE FORMS: 
QWL may take different forms based on the era in which it works. Elizur and 
Lawler (1984) argued that earlier, QWL was perceived in terms of availability of jobs, 
training and mobility, job security and earnings. Later, working conditions, equitable 
compensation and job opportunities were added. Recently, added Elizur and Lawler 
(1984), autonomy, accomplishment, challenge, personal responsibility, chances to make 
decisions and develop interests and abilities were included as well. 
Moreover, Ondrack and Timperley (1982: 3) added that QWL can take the forrns of 
cleaning up the work environment, job enlargement, job enrichment, autonomous work 
groups, re-structuring of technology and finally, design of new socio-technical systems 
with QWL objectives. 
Tosi et al. (1994) argued that the QWL movement is a root for what they called 
High Involvement Organisations (HIO). They added that High Involvement Organisations 
may use a number of different management approaches in order to change the adversarial 
relationship between workers and managers that dominates many organisations and replace 
it with a co-operative approach. These practices or forms may include participative 
decision-making, self-directed work groups, job design programmes to enrich work, total 
quality management, improved safety and working conditions, new compensation plans 
that relate rewards to performance and skill development, the elimination of organisation 
levels, and minimisation of bureaucratic processes and practices. 
Cotton (1993: 36-41) presented some practical examples on how different 
organisations from different industries introduce QWL programmes and what are the 
different QWL forms they used. For example, General Motors used Paid Educational 
Leave (PEL) in one of its plants to let a group of employees (each month a different group 
benefits from that programme) take five days with pay to learn more about General 
Motors, the automotive industry, economics, global competition, and other topics. This 
programme (PEL) was supported by both the company and the union to provide 
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participants with greater understanding of the issues facing the industry and to encourage 
those who participate to take a more active role in initiating and carrying out joint 
decision-making. In another plant that was known as one of the worst within GM in terms 
of labour relations and productivity, the QWL programme involved joint training in team 
building, understanding problems, problem solving strategies, and testing, implementing, 
and evaluating solutions in two departments. In addition, GM has used one of its new 
divisions as a laboratory to further develop QWL methods. As an independent entity, this 
division has its own contract with the United Auto Workers (UAW), policy is set by a 
council that includes a UAW representative, and workers are paid on a salary plus 
performance basis. The distinctions between workers and management are minimised in 
every way possible. Cotton (1993) added, in 1979 Ford and the UAW signed a letter of 
agreement to co-operate jointly in an effort to increase the involvement of employees. Ford 
and the UAW agreed to establish a National Joint Committee that would oversee local 
programmes. The Ford plant in Sharonville, Ohio, began a QWL programme in employee 
participation in 1980. The plant established a joint co-ordinating committee, which, after 
establishing guidelines and communicating with management and the workers, set up 
problem solving committees composed primarily of hourly workers plus a few 
management personnel. 
In addition, Feldman and Arnold (1983) suggested that, in practice, quality of work 
life programmes can come in many different forms, as: 
- Work teams, where the isolation of the employee 
doing one task repeatedly is 
replaced by groups of employees responsible for a variety of tasks. 
- Quality circles, a Japanese technique, in which employees meet to solve job-relatcd 
problems, especially, those related to improving the quality of their products. A 
quality circle may be defined as a work group of employees and supervisors (from 
eight to ten individuals) who have a shared area of responsibility. They meet 
regularly to discuss their quality problems, investigate causes of the problems, 
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recommend solutions and take corrective actions (Robbins, 1993). 
- Employee participation in the design of jobs and in decisions about their day-to-day 
work lives. 
- More flexible work scheduling and job assignments so that, for example, two 
married individuals can both work and still "manage" a household and children. 
- More flexible compensation plans, so employees can get more of the benefits they 
desire and can participate in cost savings and company profits. 
- Less supervision, in which production teams, operating without direct supervision, 
help select and train new team members, forecast material and manpower 
requirements, and evaluate their own performance. 
- More attention to the design and maintenance of the physical plant and workplace, 
as well as to health and safety hazards. 
In-house training programs, free tuition for higher education, or a firm policy of 
promoting from within. 
- Increased provision forjob security. 
- New forms of union-management co-operation and increased involvement of unions 
in bargaining for quality of working life programmes. 
To conclude, it seems that there are many forms that could be used to improve the 
employees' perceptions of their QWL. These forms differ according to the philosophy that 
exists behind each. For example, the first category of QWL forms is based on the belief 
that increasing employees' contribution to and effect on their job content and job context 
may be central to improving the employees' perceptions of their QWL. Such forms may 
include quality circles, less supervision, employees' participation in the design of jobs and 
in decisions about their day-to-day work lives, etc. The second category of QWL forms is 
supported by the philosophy that socialising the workplace may be a critical factor to 
improve the employees' perceptions of their QWL. Such fonns stress the importance of 
good relationships between employees, as well as between employees and managers. Such 
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forms may include work team, joint co-ordinating committees, and problem-solving 
committees. The third category of QWL forms is based on the philosophy that balancing 
work and family lives may be critical to improve the employees' perceptions of their 
QWL. Such forms stress the implementation of many different forms that may provide 
more flexibility to work. Such forms may include more flexible work scheduling, more 
flexible compensation plans, etc. The fourth, and final, category of QWL forms is based on 
the philosophy that improving the physical environment may be critical to improve the 
employees' perceptions of their QWL. Such forms pay attention to the design and 
maintenance of the physical plant and workplace, as well as to the employees' health and 
safety issues. 
4.2. QWL: THE CRITERIA: 
It seems that there is a consensus among many authors (Nirenberg, 1986; Beach, 
1980; Kossen, 1983; Bartol, 1980; Bruce and Blackburn, 1992) about the QWL criteria 
suggested by Walton. Walton (1975: 91-104) suggested eight major criteria that together 
make up the quality of work life. These criteria and their necessary conditions are: 
1. Adequate and fair compensation - the extent to which pay meets both social and 
subjective standards of adequacy; fairness relative to what is paid to others in I 
similar and other types of positions. 
2. Safe and healthy environment or working conditions - the degree to which 
employees are protected from exposure to physical conditions and working hours 
which are likely to endanger their safety and health. 
3. Development of human capacities - the extent to which an employee's immediate 
position provides an opportunity to use and develop his or her knowledge and skills; 
jobs should entail autonomy, use of multiple skills, and other enrichment factors. 
4. Growth and security - the extent to which the work situation provides for long-term 
growth and security throughout an employee's career; opportunities for 
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advancement and avoidance of obsolescence. 
5. Social integration (A feeling of belonging) - the degree to which the employee has a 
satisfying personal identity and enjoys self-esteem; necessary conditions might 
include freedom from discrimination or unfairness, a sense of community, low 
levels of stratification, opportunities for upward mobility, interpersonal openness, 
and supportive work groups. 
6. Employee rights (Constitutionalism) - the extent to which an employee is aware of 
work rights and can protect them; necessary conditions might include personal 
privacy, freedom to express views, equitable distribution of rewards, and the 
availability of due process. 
7. Total work and life space - the degree to which the work situation allows the 
employee to balance the various roles in life, including those involving family and 
leisure. 
8. Social relevance of work life - the degree to which employees perceive the 
employing organisation as engaging in a socially responsible behaviour, such that 
they can feel that their work makes a positive contribution to society; increases 
employee self-esteem. 
Beach (1980) argued that many employers do provide a work life environment that 
meets several of Walton's QWL criteria such as adequate compensation and safe working 
conditions. Others may have interesting and challenging jobs, and offer many opportunities 
for continued growth and development of human capacity. However, it is rare to find work 
life situations that satisfy all eight of Walton's QWL criteria. Hence, added Beach (1980); 
employers can view these eight features as goals to aim for. 
It seems that the consensus about Walton's QWL criteria is justified by its 
comprehensive coverage of almost all the most critical aspects, both the psychological and 
physiological, of the workplace in which all employees, whatever their type of work and 
their managerial levels, are interested. Most of the QWL criteria that are suggested by 
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other authors may fit one or more criteria of Walton's. For example, Kanter (1977; cited in 
Burke et al. 1980) argued that the social-psychological dimension of work is one aspect of 
work life which can shape and influence the family system. Moreover, Gardell and 
Gustavsen (1980) argued that there are two important basic problems that have to be taken 
into consideration when studying the relationship between man and work. These two 
problems are in fact the dimensions of work on which research has to concentrate; the first 
problem regards the social and human side: should the study focus on the 
satisfaction/dissatisfaction, health/illness, powerlessness and alienation, and participation, 
or what? 
The second problem, according to Gardell and Gustvsen (1980), is which aspect of the 
work situation is important in relation to the social and human perspectives that we choose 
to focus on? Is it the way work is designed with respect to possibilities for freedom and 
skills, is it the possibilities for development of groups in the work place, is it physical 
working conditions, is it wage systems or is it maybe private ownership of the means of 
production? 
In addition, Bruce and Blackburn (1992) suggested the following QWL criteria: 
total life space, good supervisory relations, treatment of every employee as an important 
person, adequate and fair compensation, safe and healthy work environment, social 
relevance, involved and informed employees, opportunities to grow and develop, good co- 
worker relations, stress-free work environment, fair treatment for all employees, and job 
variety. Moreover, Ondrack and Timpcrley (1982: 3) argued that the principal criteria of 
the quality of work life are presumed to come from quality of supervision, working 
conditions, and compensation. 
On the other hand, QWL criteria may also be derived from the many practical 
studies and questionnaires that aim to measure the employees' perceptions of their QWL. 
For example, Cohen et al. (1997) measured QWL in terms of five main criteria; 
organisational commitment, group satisfaction, growth satisfaction, social satisfaction, and 
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job satisfaction. Lawler et aL (1980) presented a QWL report that included the following 
criteria: safe work environment, equitable wages, equal employment opportunities, and 
opportunities for advancement. Worrall and Cooper (1997: 95), in their study to explore 
the impact of recent trends in organisational, social and economic change on the British 
managers' perceptions of their QWL have used a set of 17 criteria against which their 
selected respondents were asked to evaluate their perceptions of their QWL. Those criteria 
(using the same words as mentioned in the questionnaire) are: 
1. My organisation has become a better place to work in the past 12 months. 
2. My health and wellbeing are taken seriously by my organisation. 
3. Morale is good overall in my organisation. 
4. Lack of resources stops me from doing myjob effectively. 
5.1 have enough time to get everything done in my job. 
6. Equal opportunity policies operate effectively in my organisation. 
7. Morale is good in my department/team. 
8.1 feel guilty about taking time off even when I am ill. 
9. The organisation does not learn from its mistakes. 
10.1 have fun at work these days. 
11.1 am often bullied by my boss. 
12. My organisation will provide me with a secure job for the foreseeable future. 
13.1 often think about leaving my organisation. 
14. Priorities are changed so frequently by others I have trouble getting my work done. 
15.1 look forward to going work. 
16.1 suffer from information overload. 
17.1 feel a sense of powerlessness in my current organisation. 
Worrall et A (2000) in their more recent study, have made some amendments to 
the above mentioned 17 QWL criteria. They assessed to what extent the organisation's 
management exploits their employee's willingness, whether the organisation's 
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management practices what it preaches, whether the dominant culture of the organisation is 
a blaming culture, whether employees are treated in their organisation as the most 
important asset, and whether the organisation helps employees balance their home and 
work commitments. At the same time, they excluded items numbers 1,2,5,13, and 17 
which were included in their 1997 survey. 
Srinivas (1980: 110-111) used the following QWL criteria: 
- Security from want. 
- Security from physical harm. 
- Security from loss of employment. 
- Equity in promotion. 
- Equity in compensation. 
- Equity in work standards. 
- Equity in categorical distinction. 
- Satisfaction with job. 
- Satisfaction with company. 
- Satisfaction with union. 
- Autonomy in job. 
- Variety in tasks. 
- Growth and development. 
- Feedback. 
- Participation in decisions affecting one's work. 
Smulders et al. (1996: 1296-1297) used the following criteria to measure or assess 
the employees' perceptions of their work environment in the 12 EU-Countries: 
1. Physical working conditions 
noise 
vapours, fumes, dust, or dangerous substances 
handling/touching dangerous substances 
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bad weather conditions (rain, wind, snow) 
heat or cold either indoors or outdoors 
painful or tiring positions 
carrying or moving heavy loads 
2. Psychological job demands 
- working at a very high speed 
- working to tight deadlines 
- carrying out short repetitive tasks 
3. Job control 
choose/change order of tasks/methods of work 
choose/change speed/rate of work 
4. Material and social job support 
- clear and adequate information 
sufficient training and experience 
appropriate machines and tools 
sufficient support from supervi sors/col leagues 
5. Length of work (hours usually worked per week) 
6. Working at night 
In its second survey (1997) on the working conditions in 15 European countries, the 
European Foundation for the Improvement of Life and Working Conditions (EFILWC) 
divided the criteria of working conditions into three main categories and in each category 
there are a number of factors to be measured. These categories and factors are: 
1. The physical working environment and design of work stations 
1.1 ambiental factors: noise, vibrations, temperature, radiation, air quality, dangerous 
materials and chemicals, protective equipment. 
1.2 design factors: possibilities to adjust a work station to personal requirements in an 
ergonomical way (i. e. to suit human needs and comfort), positions of work. 
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1.3 information on risks. 
1.4 place of work (the distance between workplace and home). 
2. The organisational working environment 
2.1 working time and time patterns: duration of work, night and shift work, weekend 
work. 
2.2 work rhythms: pace of work, pace of work dependency, and deadlines. 
2.3 job control and autonomy. 
2.4job content: nature of tasks, division of tasks, quality control, skills required, 
training, learning opportunities, technology. 
3. Social working environment 
3.1 participation and consultation: consultation about changes affecting working 
conditions and participation in organisational issues: contact with management, 
colleagues and staff representatives on work related issues; work appraisal. 
3.2 discrimination: possible discriminating practices based on gender, age, race, 
nationality, and disability. 
3.3 violence at work: whether it is physical violence, bullying or sexual harassment. 
3.4 equal opportunities: between male and female workers. 
3.5 facilities provided by companies: to facilitate care and education of children: 
maternity leave, meet to attend a sick child, parental leave and day care for children. 
Moreover, in their study to measure climate for work innovation, Anderson and 
West (1998) developed and used what is called the 'Team Climate Inventory' (TCI) to 
assess the climate for work innovation within teams. The TO covers four broad factors, 
which could be regarded as some of the QWL criteria also. These factors are: vision, 
participative safety (which is subdivided into two components; team participation and 
safety), task orientation (which is subdivided also into two components; climate for 
excellence and constructive controversy), and support for innovation. Each of these factors, 
and their subdivisions, was measured against some questions (the total number of 
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questions used for measuring the four factors, and their subdivisions, is 61 questions). 
Finally, in a study to deten-nine the conditions that may be required in the working 
environment to help the Egyptian managers perform their work efficiently, EI-Selmy 
(1997) has mentioned the following criteria: 
1. Trust and appreciation: managers need to feel they are trusted and appreciated from the 
top management of their organisations. For example: 
(One) They may need to participate in the strategic planning of the organisation. 
(Two) They may need to get the necessary authority and responsibility to perform 
their work and manage their divisions. 
(Three) They may need to be appreciated in an appropriate way that suits their 
achievements and positions. 
2. Providing the necessary facilities to help Egyptian managers do their work in an 
efficient way: these facilities might include all the factors of production to make it 
possible for them to achieve their organisational goals. 
3. Adequate and fair personnel systems: Egyptian managers may need to feel that they are 
compensated fairly and adequately, as well as they may want to feel that they are 
treated, in general, without any kind of discrimination and violence. 
4. Training and development: Egyptian managers may be more interested in continually 
improving their abilities through effective training and good access to the developed 
countries to learn more about the most recent techniques in their fields of work. 1, r 
5. Positive and negative incentives: Egyptian managers may need to apply a fair system 
of incentives to motivate those who do their work well and punish those who do not. 
6. Effective control: this may mean reducing the number of controlling bodies to help 
Egyptian managers work more effectively and achieve their organisational goals. This 
is especially true in Egypt as it is normal to find many controlling bodies with almost 
conflicting roles and this may lead to more stress on the Egyptian managers. 
7. Scientific or transformational leadership: especially on the top management levels, as 
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this may help Egyptian managers work smarter and motivate them to interact with their 
leaders to achieve their organisational goals. 
To conclude, it seems that QWL criteria may be classified into the following three 
main groups: 
1. The organisational factors. This group might include those factors or criteria that are 
related to how the organisation treats its employees. It might include such items as 
adequate and fair compensation, development of human capabilities and capacities, 
providing plans to help employees grow and feel secure at work, helping employees 
know and defend their rights, helping employees balance their work and life 
obligations and responsibilities, helping employees feel that their contribution to their 
organisational. performance, at the end, reflects positively in their general social life, 
the extent to which the organisation permits its employees to participate in the 
decision-making process that might affect their job, in particular, and their overall 
organisational performance, in general, organisational culture (fear-free or not a 
blaming culture), management style, employee' morale, trust and appreciation, and 
finally, to what extent the employees have the feeling that they have equal 
opportunities to grow and be promoted to higher positions and salaries. 
2. The work environment factors. This group might include such QWL criteria as 
working in a safe and healthy working environment, suitable design of workstations, 
and providing employees with the, necessary facilities required to make them enjoy 
their working times, such as facilities provided to facilitate care and education of 
children, a day care for children, maternity leave, and parental leave. 
3. The job-related factors. This group might include such QWL criteria as the working 
times and patterns, the work rhythms, the extent to which employees could control 
their task's performance, the content of the task itself, the extent to which employees 
can have a say in what affects their job, in particular, and their organisational 
performance, in general. 
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4.3. SUMMARY: 
In this chapter, some of the QWL forms have been discussed. It seems that QWL 
forms may differ according to the era in which it works. Earlier, QWL was perceived in 
terms of availability of jobs, training and mobility, job security and earnings. Later, 
working conditions, equitable compensation and job opportunities were added. Recently, 
autonomy, accomplishment, challenge, personal responsibility, chances to make decisions 
and develop interests and abilities were included. Different bases could be used to 
categorise or differentiate QWL forms. Such bases might include: 
- increasing the employees' contribution to and effect on their job content and job 
context (quality circles, less supervision, etc. ); 
- socialising the workplace (work team, joint co-ordinating committees, etc. ); 
- balancing work and family lives (flexible work scheduling, etc. ); and 
- improving the physical working environment (the physical workplace design and 
maintenance, the employees' health and safety, etc. ). 
On the other hand, some of the QWL criteria have been discussed. Walton (1975) 
has developed comprehensive QWL criteria that have been accepted by many authors. 
Walton's eight QWL criteria are: adequate and fair compensation; safe and healthy 
working conditions; development of human capacities; growth and security; social 
integration; employee rights; total work and life space and social relevance of work life. 
More recently, other researchers have developed some other sets of QWL criteria. For 
example, Worrall and Cooper (1997) have developed some QWL criteria that focus upon: 
the organisation as a place to work (in general); the employees' health and wellbeing; 
morale within the organisation, as well as, within the department/team; the level of stress 
and the degree of uncertainty at work; the employee-cmploycr or supervisor relationship; 
equal opportunity at work; resources provided to the employees to get their work done; 
social integration at work; the employee's effect on the decision-making process; and the 
employee's commitment toward his/her organisation. The QWL criteria have been 
80 
classified into three main groups: 
1. The organisational factors. It includes those criteria that might reflect how the 
organisation treats its employees. It might include, for example, adequate and fair 
compensation; development of human capacities; etc. 
2. The work environment factors. It might include, for example, safe and healthy working 
environment; suitable design of workstations; etc. 
3. The job-related factors. This group might include such QWL criteria as working times 
and patterns; the work rhythms; etc. 
In the next chapter, the potential relationship between QWL and the degree of 
participation in decision-making available to the employees will be discussed. In addition, 
the concept of participation in decision-making, as well as its importance will be 
highlighted. Some of the key issues for effective employee participation in decision- 
making will also be raised and discussed. 
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CHAPTER FIVE 
QWL AND PARTICIPATION IN DECISION- 
MAKING 
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5.1. OWL and PARTICIPATION in DECIS TON-MAKING: 
It seems that there is a positive relationship between the employees' perceptions of 
the degree of participation in decision-making available to them and their perceptions of 
their quality of work life, i. e. the higher the degree of participation in decision-making 
available to the employees, the better their perceptions of their quality of work life. 
Much of the literature supports this positive relationship. For example, Martinez 
(1997) stated that to promote a positive working environment, employees should be kept 
informed of and participated in at least what might affect theirjob. 
Moreover, Certo (1980) argued that the workforce of the future would probably be 
more interested in improving their quality of work life as well as in making, or at least 
participating in making decisions that tend to create: 
1. Jobs that arc interesting, challenging, and responsible; 
2. Worker rewards through fair wages and recognition for their contribution; 
I Workplaces that are clean, safe, quiet, and bright; 
4. Minimal but available supervision, 
5. Secure jobs that promote the development of friendly relationships with other system 
members; and 
6. Organisations that provide for personal welfare and medical attention. 
Tbc cxpected increasing interest of the workforce of the future in their quality of 
work life and their increased interest in participating in or making decisions that are most 
likely affecting their work. seem to be positively correlated. Which may mean that the 
employees" perceptions of their quality of work life may be positively affected by their 
Perceptions of the degree of participation in decision-making available to them. 
Skrovan (1983) argued, also, that although the scope and emphasis of organisational 
quality of work- life efforts are variable, there is one element common to all of them; 
greater participation by individuals is the cornerstone of every quality of work life process. 
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Moreovcr, Malone (1997) argued that the kind of energy and creativity that 
employees bring to their work often depends on who makes the decisions about what they 
will do. For certain kinds of work-, employecs may work harder when others tell them what 
to do. But, in general, a big factor that may make work more enjoyable is some degree of 
autonomy in decision-making. When employees make their own decisions about how to do 
their work and how to allocate their time, they usually enjoy their work more and put more 
energy and creativity into their work. 
In addition, Grayson (1991) argued that self-regulating work groups (as one of the 
forms of employees' participation in decision-making) are seen as a vehicle, both for 
improving the cmployecs' perceptions of their quality of work life and for improving 
organisational effectiveness and productivity. Grayson (1991) added, the former (i. e. 
improving the QWQ is seen to derive from an approach to organisation design that 
provides a psychologically and socially healthy work environment. Key features of such an 
approach are the opportunity for satisfaction of personal needs especially through 
improved job design, inc=scd group and individual authority, autonomy in decisions 
affecting day-to-day working life, and improved opportunities for self-development and 
self-rcalisation. 
In a study to test to what extent does participation in quality circles (as one of the 
forms of employees' participation in decision-making) actually enhance employees' 
perceptions of their Q%VL and their perceptions of their level of job satisfaction, Elizur 
(1990) stated that quality circle activities are expected to lead not only to increased quality 
and quantity of production, but to improved quality of work life of participating 
employees. At the end of the study, Elizur (1990) concluded that the results supported his 
hypothesis that participation in quality circle activities positively affects the employees' 
Perceptions of their Q%VL 
Nieva er al. (1980), also, linked QWL programmes to employee participation in 
decision-making. They argued that programmes intended to improve the employees' 
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quality of work life within organisation typically promote broad employee participation in 
organisational decision-making. Fields and Thacker (1992) added that allowing the 
employees to increase their control over decisions affecting their work through greater 
participation in decision-making could result in positive perceptions of their quality of 
work life. 
Moreover, Hardy and O'Sullivan (1998) argued that many parties could benefit 
from the employees' participation in making the decisions within their organisations: 
shareholders benefit through improvements in the bottom line, customers through value 
and service excellence, suppliers through more effective partnership agreements, and 
employees through higher or better perceptions of their quality of work life. That may 
mean that employees' perceptions of the degree of participation in decision-making 
available to them might positively affect their perceptions of their quality of work life. 
In addition, Tonnessen and Gjefsen (1999) argued that a successful process of 
continuous improvement depends on the abiliýy of the organisation's management to 
secure direct and/or indirect employee participation in the development process in all parts 
of the organisation. They stated that many reasons justify why direct and/or indirect 
employee participation in strategic planning should be arranged, e. g. information about the 
business strategy may increase employees' understanding of, willingness and ability to 
work for business goals. Employees' participation in strategy development and practical 
strategy implementation may create ownership to common goals and to the practical means 
which they are invited to participate in developing. It also may create a feeling of 
belonging and pride. Furthen-nore, employees' knowledge, experience and ideas may 
improve the business strategy and may secure a good practical implementation. 
Employee's participation in decision-making may also be a means to improve the working 
conditions or environment. 
Verespej (1988) argued that management and employees are keenly aware that they 
will need each other to survive in the highly competitive marketplace. If employees want 
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job security, they might need to work with management to produce competitive, high- 
quality products; on the other hand, if management wants to be competitive, it might need 
to allow its employees some degree of participation or autonomy in the decision-making 
process. Organisations might need to make use of both the minds and hands of their 
employees in the decision-making process and that might mean redefining jobs to 
incorporate new and broader responsibilities. Verespej (1988) added, employees can no 
longer be just appendages or accessories of machinery, hence, business will have to let 
employees use theirjudgement. 
Finally, Herrick and Maccoby (1975) argued that there are four principles for 
humanising the work. One of these principles is the degree of democracy at the workplace 
which, according to them, ranges from participatory management, where employees' views 
are heard and considered in decision-making, to systems of employee control, where a 
structure is created in which employees' authority and responsibility are institutionalised. 
It is worth pointing here to the difference between the 'How' and 'What' decisions. 
According to Leat (2001) management might be more willing to grant employees 
autonomy in 'How' decisions than in 'What' decisions. He added, when decisions come to 
issues such as investment, location, expansion, etc. (i. e. the 'What' decisions), many 
scholars and researchers suggest that management should make such decisions itself. 
However, employees might be permitted a high degree of autonomy in making such 
decisions as organising, allocating and inspecting work, etc. (i. e. the 'How' decisions), so 
as to achieve the organisation's objectives. 
In sum, from the previous discussion, it could be inferred that when employees 
have a voice and/or a choice (or some degree of control) over some of the decisions that 
might affect their jobs (e. g. the 'How' decisions), they tend to positively perceive their 
quality of work life. 
It is worth mentioning here that in contrast to what has been discussed above about 
the potential relationship between employees' participation in dccision-making and their 
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perceptions of their quality of work life, many researchers, according to Tjosvold (1998), 
have been skeptical of the value of employees' participation in decision-making. Tjosvold 
(1998) added that although studies suggested that employees' participation in decision- 
making may be associated with positive effects such as, job performance, and reduced 
turnover (Spector, 1986; cited in Tjosvold, 1998), findings are not uniformly supportive of 
employees' participation (Leana et al. 1992; cited in Tjosvold, 1998). In reviewing most of 
the studies that have been conducted to examine the effectiveness of employees' 
participation, Cotton (1993) argued that most of the studies found that employees' 
participation had little consistent effect on productivity, however some 60% of those 
studies did find a positive relationship between employee's participation in decision- 
making and job satisfaction. Locke and his associates (1994,1986) have concluded that 
there is much less research support for the value of employees' participation in decision- 
making on quality of decision-making than commonly proposed and portrayed (Latham et 
al. 1994; Locke et al. 1986; cited in Tjosvold, 1998). Moreover, not all studies demonstrate 
positive effects of participation in decision-making on job satisfaction (Cotton, 1993; 
Daniels and Bailey, 1999; Tosi, 1970; cited in Schuler, 1976) raising the possibility that 
the relationship between participation in decision-making and job satisfaction is dependent 
on a number of other factors (Glew et al. 1995; cited in Daniels and Bailey, 1999: 27). In 
addition, Baloff and Doherty (1989) argued that, in the literature, less attention has been 
given to the potential problems of using employees' participation in decision-making. 
When the potential problems of employees' participation in dccision-making have been 
discussed, they are almost viewed from the perspective of the organisation; very little has 
been written about the personal problems of the participators. Negative consequences for 
participators, according to Baloff and Doherty (1989: 51), might include the following: 
1. Participators may be subjected to peer-group pressure against what is perceived as 
collaboration with management in ways that endanger employees' interests. 
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2. Participators' managers may attempt to coerce them during participation, or they may 
retaliate or react against the participators if the results of the participation displease 
them. 
3. Participators may have difficulty adapting psychologically at the end of a highly 
motivating participation effort if they are thrust back into narrow, rigidly traditional 
tasks. 
Each of these three types of problems, according to Baloff and Doherty (1989), can have 
such important long-term consequences for participators, as ostracism or isolation by peers, 
harassment by managers, or discharge from the organisation. Moreover, in their study to 
examine participatory management systems and productivity in similar plants located in 
five different countries (Italy, Mexico, Spain, USA, and Britain), Pavett and Morris (1995) 
found that the most productive plants had the lowest levels of employees' participation in 
decision-making. They added that while the most productive plants had the lowest degrees 
of employees' participation in decision-making, the relationship between productivity and 
employees' participation was not statistically significant. 
Perceived in this way, employees' participation in decision-making might, instead, 
have a negative impact on the employees' perceptions of their quality of work life. 
For the sake of this research, the first approach, which proposes that employees' 
participation in decision-making might have a positive impact on their perceptions of their 
quality of work life, is adopted and investigated. In order for the organisation to reap the 
full reward of its employees, it seems important to make use of their hands as well as their 
minds. Employees' participation in decision-making may help the organisation make use 
of its employees' minds. 
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5.2. THE CONCEPT of PARTICIPATION in DECISION-MAKING: 
The question here is: what it is meant by employees' participation in decision- 
making? 
Answering this question is not an easy task, simply because, as stated by Leat (1998: 273- 
275), many problems surround the use of the terms 'participation', 'involvement', and 
'democracy'. In some instances the terms are used interchangeably and in others they are 
distinguished and distinct. He added, employee participation is perhaps the term used most 
widely to encompass notions of industrial democracy as well as some of the means used to 
seek or achieve employee involvement. 
In this chapter, the term participation refers to participation in decision-making. 
Confusion sometimes occurs as other terrns such as involvement and democracy are used 
in the literature. However, as Leat (1998) pointed out only some involvement mechanisms 
are participatory and it is possible to examine processes and ascertain the degree of 
participation afforded. Leat (2001: 319) added that some employee involvement initiatives 
may provide employees with the opportunity to participate in decision-making and thereby 
in the control and management of the assets, activities and direction of the enterprise. 
However, many of the employee involvement initiatives do no more than provide 
information; management's hope being that through the provision of this information 
employees will feel more involved in and with the enterprise. 
Hence, in this chapter, the main concern is in employees' participation in decision- 
making as it is perceived, in this research, that employee involvement and employee 
participation may be better treated as different terms or concepts. 
As far as the definition of the term employee participation is concerned, many 
researchers and practitioners have developed a lot of definitions for that term. For example, 
Daniels and Bailey (1999) argued that participation in decision-making reflects an 
employee's voice in decisions. This voice in decisions could be reflected as a continuum. 
Employees with no voice in decisions are not consulted on work decisions; employees with 
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some degree of participation in decision-making (or some voice in decision-making) are 
consulted over work decisions; and employees with high degree of participation (high 
voice) in decision-making participated in joint decisions on an equal basis with their 
supervisors and/or are delegated to take decisions without their supervisor's input. Witt et 
al. (2000) adopted Daniels and Bailey' s (1999) approach. Thibaut and Walker (1975; cited 
in Witt et al. 2000: 344) argued that two forms of employee participation in decision- 
making may be conceptualised: (a) choice or decision control, where participant has some 
control over the decision made; and (b) voice or process control, where the participant 
articulates his/her interest to the decision maker during the decision-making process. Voice 
may include influence over defining the problem, gathering information bearing on the 
decision and identifying alternatives, but ends prior to the making of the actual decision. 
Cohen (1985; cited in Witt et al. 2000: 344) added also that to the extent subordinates can 
express opinions to the supervisor, they have a voice. An individual who has choice, on the 
other hand, enjoys the freedom to select the alternative that he or she prefers. Witt et al. 
(2000) concluded that voice and choice are not mutually exclusive, nor must both be 
present in any decision-making situation. They exist on continuums and can both be 
present at varying degrees. 
Leat (2001) added that since various processes can be viewed in terrns of the extent 
to which they provide participants with a full or partial share in decision-making and 
therefore in control, it is possible to devise a continuum of participation in decision- 
making. At either end of the continuum, there is no sharing, only unilateral decision- 
making or complete autonomy for one of the actors and none for the other. In between 
these two extremes are a range of mechanisms and processes, each of which can be seen to 
demonstrate different combinations of employee and employer autonomy and thereby 
different degrees of employee participation in decision-making. 
Moreover, Guest (1979) argued that employee's participation in decision-making 
could be defined as a process in which the employee is permitted to exert some degree of 
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control over decisions. 
Marchington et al. (1992) presented some definitions of participation in decision- 
making and classified those definitions into three sets based on some common 
characteristics. The first set of definitions refers to employees taking part or having a say 
or share in decision-making, with no attempt to quantify their impact on this process. For 
example, Clarke et al. (1972: 6; cited in Marchington et al. 1992) defined participation as 
any process whereby workers have a share in the reaching of managerial decisions in the 
enterprise. The second set of definitions refers to participation as concerned with the extent 
to which employees may influence managerial actions. For example, participation is 
defined here as influence in decision-making exerted through a process of interaction 
between workers and managers and based upon information sharing. The third set of 
definitions links together participation and control over decision-making. For example, 
participation is defined here as any process through which a person or a group of persons 
determines (that is intentionally affects) what another person or group of persons will do. 
Smith (1973) argued that the term participation, in the sense of industrial relations, 
implies a partnership of employers and employees making possible an active sharing in 
decision-making by the employees and the restructuring of the organisation so as to make 
this possible. 
Plunkett and Fournier (1991) added that participative management is a philosophy 
that demands that organisational decision-making be made in such a way that input and 
responsibility are extended to the lowest level appropriate to the decision being made. The 
purpose of participative management is to ensure that the fight people make the fight 
decisions effectively. 
In addition, Hardy and O'Sullivan (1998) argued that participation has commonly 
been operationally defined by researchers as a joint decision-making between superior and 
subordinate. They added, many writers suggested that participation without delegation 
increases control over employees. This increase in management control does not, however, 
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appear to translate into improved performance. Ledford and Lawler (1994), on the other 
hand, pointed out that participation does not improve satisfaction and performance unless it 
is accompanied by a broader decentralisation of power, such as the delegation of authority, 
the opportunity to reject assigned goals, and voluntary participation. Scott (1987; cited in 
Connor, 1992: 219) supported that decision-making is described in terms of the degree of 
centralisation or decentralisation. Centralisation - decentralisation may refer to the 
proportion of jobs and occupations whose incumbents participate in decisions and the 
proportion of decision areas they participate in (Hage and Aiken, 1970: 38; cited in 
Connor, 1992). 
To sum up, it could be concluded that employees are said to participate in decision- 
making when they share both information and power or control with their bosses. Hence, 
participation in decision-making may be defined as the sharing of information and power 
or control. Employees' participation in decision-making is not a black or white aspect, but, 
on the contrary, it could be better treated as a continuum. Hence, there are degrees of 
participation, i. e. degrees of information and power or control sharing between employees 
and managers or employers. Information sharing and power or control sharing seem to be 
the two key factors in determining both the nature and extent of employee participation in 
decision-making in any particular organisation. The lowest degree of participation in 
decision-making will be when employees or their representatives are given the right to be 
informed and to give their views or to raise their objections without being given the power 
or the right to decide. On the other hand, the highest degree of participation in decision- 
making will exist when employees have both the right to access and use all the necessary 
information as well as the full power to decide. 
It is worth discussing here the issue of effective participation in decision-making. 
Some researchers and scholars argued that there are some keys to make employees' 
participation in decision-making useful for both the organisation and the employees. For 
example, Lawler (1986; cited in Plunkett and Fournier, 1991) argued that employees' 
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participation in decision-making is a function of the following four key elements: 
1. Infon-nation bases and flow to ensure that proper information is available to make 
decisions. 
2. Knowledge and skills in how to make decisions. 
3. Power and authority to make decisions. 
4. Rewards to encourage accepting responsibility to make decisions. 
In addition, Dobbs (1993) argued that compassionate (or sympathetic) leadership is 
another key to effective employee participation in decision-making. Compassionate 
leadership, according to Dobbs (1993), is characterised by openness, receptivity to new 
ideas, honesty, caring, and dignity and respect for employees. Compassionate leadership 
acknowledges that a leader's main role is to create a vision for the future and to lead the 
way. Leaders may create conditions that encourage employees to participate effectively in 
making the decisions that might affect their work. Employees need to make sure that their 
leaders want them to participate. They need to know that their leaders are willing to listen 
to them, support them, and remove barriers to their ideas. 
Another key to the effective employee participation in decision-making is the 
existence of supportive organisational culture. To be successful, however, employee 
participation in decision-making must be more than just some systematic approach; it must 
become part of the organisation's culture by being part of the management's philosophy 
(Werther, 1981). Organisation culture can range from a scientific management approach 
with its emphasis on control, efficient use of effort, and reducing labour costs, to human 
resource development approaches, concerned more with the individual motivation, job 
satisfaction, and quality of work life. The latter approach, may clearly be more relevant to 
the principles of participation (Grayson, 1991). 
Delegation is also considered as an important key to effective employee 
participation. For example, Hickey and Casner-Lotto (1998) said that genuinely 
participative organisations delegate directly to non-management employees a significant 
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amount of decision-making authority commonly reserved for managers. That authority 
involves decisions about how work is done in existing systems and decisions on changes to 
improve those systems. A truly participative organisation is characterised by work systems 
that are structured to make employee participation ongoing. 
Trust is, also, a key to effective employee participation in decision-making. 
Andrews (1994) argued that without a high degree of trust between employees and 
management, employees' participation in decision-making could not be achieved. Lin 
(1998) added that trust and support are the taproot of employees' participation in the 
decision-making process. 
Training is also essential to effective employee participation in decision-making. 
Becker (1996) argued that employees' participation in decision-making starts with training 
- that it is not expected to get participated employees unless it is exactly clear what it is 
meant by participation and then employees are trained to do whatever it is needed to do 
differently. As stated by Barrier (1994), employee participation in decision-making may 
not succeed if organisations simply transfer power from management to employees and 
leave them to their own devices. To ensure success, organisations might go further by 
helping their employees to handle their new responsibilities as members of an autonomous 
work group. Until employees become well trained, Cunningham et al. (1996) argued that 
participation in decision-making requires a greater degree of risk and a willingness to 
accept well-intentioned errors made by employees. One method of achieving this is to 
introduce the concept of the no blame culture (or QWL culture). When a problem occurs, 
the employees involved are supposed to talk about how to solve it, not who is to blame. 
The aim is to create a learning environment where everybody looks for ways to correct 
mistakes, and nobody feels ashamed or singled out. 
The final key to effective employee participation in decision-making is top 
management support. Without such support, any effort to get employees' participation in 
managing their organisations will be useless. As stated by Kirwan (1995), the first success 
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factor for any employee participation in decision-making programme is top management 
should agree to support the programme and ideas generated from employees. 
It could be concluded that there are many different pillars or keys for effective 
employee participation in decision-making. These keys seem correlated. When top 
management support for employee participation in decision-making exists, that may mean 
information will flow into the two directions; top-down and bottom-up, authority may be 
delegated to the most appropriate employees, whatever their levels in the organisational 
hierarchy are, employees may be trained to improve both their skills and knowledge so as 
to be more effective in their participation in decision-making, employee participation in 
decision-making may be recognised and rewarded as it simply may mean more 
responsibility on the side of employee. Top management support also may help to create 
the culture that is most suitable for effective participation. This culture may mainly be 
characterised by a high degree of trust and openness between management and employees. 
Both management and employees co-operate to achieve both the organisation's and the 
employees' goals. 
5.3. THE IMPORTANCE of PARTICIPATION in DECISION-MAKING: 
Why should organisations seek to encourage their employees, at all levels, to 
participate in the decision-making process? Many researches and studies have been 
conducted aiming to find reasonable answers to this question. Some of the results of those 
studi es suggested that employees' participation in decision-making may be important for 
both the organisation and the employees. On the one hand, as far as the benefits to the 
organisation are concerned, the following issues might be considered: 
1. The first reason for increasing interest in employees' participation in decision-making 
is to improve their perceptions of their quality of work life. Improving the QWL may 
lead to many positive effects on both the organisation and the employees (see Chapter 
Three). Referring again to Mullins' definition of QWL as a process; he argued that, that 
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means calling for efforts to realise the goal of improving the organisational 
performance through the active participation of employees throughout the organisation. 
Through their participation in decision-making, employees can make more meaningful 
contributions to the business and experience greater feelings of job satisfaction, pride 
in accomplishment, and personal growth. 
2. Organisations may show increasing interest in allowing its employees some degree of 
participation in decision-making to help in both reducing costs in the intensely 
competitive marketplace as well as maximising profit so as to support its survival and 
growth (Tjosvold, 1998; Kirkman and Shapiro, 1997; Andrews, 1994; Cunningham et 
al. 1996; Cohen and Ledford, 1994; Lambert, 1995; Cotton, 1993; and Trist et al. 
1977). As the issues of cost reduction and profit maximisation seem essential for most 
organisations in today's marketplace (see Chapter Two), the concept of employees' 
participation in decision-making might have, according to the previously mentioned 
researchers, a significant role to play in helping those organisations compete effectively 
on the basis of cost reduction and profit maximisation. Hence, employee participation 
in decision-making seems important to make organisations more competitive in today's 
marketplace. 
3. Evidence suggested that employees' participation in decision-making might enhance 
the organisation's productivity and quality (Baker et al. 1996; Cunningham et al. 1996; 
Cotton, 1993; Kirkman and Shapiro, 1997; Cohen and Ledford, 1994; Goodman et al. 
1988; Kirkman and Rosen, 1996; Ttist et al. 1977; and Wellins et al. 1990). As 
productivity may be defined as the output per individual, when employees participate 
in decision-making, the organisation can make use of not only their hands but their 
minds also. Suggestions to improve the products and/or the services might be initiated 
from those who may be more aware of its daily operations and problems; the 
employees themselves. Such improvements might reflect both real defects or problems 
in the product or service itself as well as it might reflect customers' real needs and/or 
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expectations. 
4. Allowing the employees some degree of participation in decision-making might help in 
creating a learning environment within the organisation (Kinlaw, 1995; Grayson, 1991; 
and Smith, 1973). In such an environment, information is exchanged more openly 
between managers and employees and among the employees themselves, hence, the 
ability to solve work-related problems or conflict might increase. Moreover, in the 
learning environment, the capacity to identify the opportunities to improve and develop 
might also increase, which, in turn, might positively affect both the organisation and its 
workforce. 
5. Employees' participation in decision-making might mean removing the unnecessary 
layers of management from the organisational hierarchy (Grayson, 1991), which might 
result in providing the organisation with a high degree of flexibility to respond to and 
adapt with its market changes (Kinlaw, 1995; Cunningham et al. 1996; and Grayson, 
1991). 
6. Evidence showed that employees' participation in decision-making might help the 
organisation raise the level of its customer satisfaction (Kirkman and Shapiro, 1997; 
Kirkman and Roscn, 1996; and Wellins et al. 1990). As argued before, employees, 
especially those who have direct contact with the customer, might be a good source of 
ideas and information about how to improve the level of customer satisfaction. Based 
on such ideas and information, organisations might be able to improve its products 
and/or services so as to meet the customer's needs and expectations. 
7. Increasing the degree of participation in decision-making available to employees might 
have a positive impact on their level of organisational commitment (Grayson, 1991; 
Baker et al. 1996; Kinlaw, 1995; Cordery et al. 1991; Kirkman and Shapiro, 1997; 
Kirkman and Rosen, 1996; and Argyris, 1998). As argued by Kinlaw (1995), 
participative management may work in today's organisations as it forces managers to 
manage by building organisational commitment rather than to manage by control. It 
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might be expected that when employees are attitudinally and behaviourally committed 
to their organisations they might be willing to devote much of their time and effort to 
help the organisation achieve its objectives (see Chapter Seven). It is also argued that 
participation in decision-making might help reduce the level of employees' turnover, 
absenteeism, and grievances (Lambert, 1995). 
8. When employees are allowed to make the decisions that might affect theirjobs (i. e. the 
'How' decisions), management may pass only the decisions it feels that employees are 
more capable to make effectively, which in turn may help managers use their time and 
effort more efficiently in making the strategic decisions (i. e. the 'What' decisions). In 
other words, as argued by Holpp (1995), participation in decision-making might help 
the organisation select the right employee at the right managerial level to make the 
right decision for the right reason. Plunkett and Fournier (1991) added that employees' 
participation in decision-making might help both the managers and the employees to 
share success rather than hoarding failure, as well as it might help the organisation 
unleash the knowledge and skills of those employees who do the job. 
As benefits to employees, it seems that one of the most important positive 
consequences or outcomes of employees' participation in decision-making might be 
increasing or maximising their level of job satisfaction. For example, evidence suggested 
that high degrees of employee control over decision-making, i. e. high degrees of 
participation in decision-making, are positively associated with high levels of 
psychological wellbeing and job satisfaction (Parker and Price, 1994; Cordery et al. 1991; 
Kirkman and Shapiro, 1997; Kirkman and Rosen, 1996; Wall et al. 1986; Storey, 1995; 
Lambert, 1995; Grayson, 1991; and Daniels and Bailey, 1999). 
Moreover, the employees' level of job satisfaction might increase when employees 
are allowed some degree of participation in decision-making as when they control the day- 
to-day tasks they might feel self-confidence, and at the same time, their level of work 
stress might decrease (Cunningham et al. 1996; and Cully et al. 1998). 
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In addition, as employees' participation in decision-making might help them being 
aware of what is going on in their workplace, in particular, as well as in their marketplace, 
in general, it might help them feel safe, as a result of reducing the level of uncertainty in 
their work environment, which in turn might affect their level of job satisfaction. Some 
evidence suggested that employees' participation in decision-making might result in 
increasing their level of safety at work (Kirkman and Shapiro, 1997; Cohen and Ledford, 
1994; Goodman et al. 1988; and Trist et al. 1977). 
Finally, employees might feel satisfied when they perceive their job as a 
challenging job as well as when their job provides them with opportunities to work in ways 
which suit their individual preferences. They might also be satisfied when they perceive 
that their job helps them increase their social interaction through the organisation of work 
(Grayson, 1991). 
It is worth mentioning that some of the benefits of employees' participation in 
decision-making are common between the organisation and the employees. For example, 
creating the learning environment might benefit both the organisation and the employees. 
In addition, satisfied employees most probably behave in a more positive way toward their 
organisations than dissatisfied employees (see Chapter Six). 
To sum up, if organisations believe that people are really their most important 
asset, these organisations should pay close attention to how to continually maximise their 
reward from their people or employees. Employee participation in decision-making seems 
to be one of the approaches that could be adopted or applied to use the human asset 
efficiently. Participation in decision-making may help organisations benefit from not only 
the hands but also the minds of their employees. At the end, whether or not employees are 
to have a say in their company's decisions depend on how the company's management 
perceives its employees. Storey (1995) clarified this point by arguing that if human 
resource management is conceived in terms of its hard version, employee's participation in 
decision-making may not be seen as important by the company's senior managers, given 
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an emphasis on tight cost control and a lack of investment in training. In other cases, 
employee's participation in decision-making may be little more than one-way 
communication channels, designed to convey the latest news to employees and indicate to 
them the merits of management's decisions. In contrast, when human resource 
management is conceived in its soft version, the emphasis shifts to the management of 
resourceful humans, and to assumptions that employees represent an important asset to the 
organisation and a potential source of competitive advantage. In such cases, employee's 
participation in decision-making may take a variety of forms including regular 
communications, problem solving techniques, and consultation. 
5.4. SUMMARY: 
Many researchers argue that although the scope and emphasis of QWL 
efforts/programmes may vary, there is one element common to all of them; greater 
employee participation is the cornerstone of every quality of work life process. As 
discussed in previous chapters, QWL is all about humanising the workplace, and one of the 
principles for humanising the workplace is maximising the degree of participation in 
decision-making available to the employees. Evidence suggested that allowing the 
employees to participate in making decisions affecting their work could result in positive 
perceptions of their QWL (Fields and Thacker, 1992). Participation in decision-making has 
commonly been defined by researchers as a joint decision-making between employees and 
managers, and it is possible to devise a continuum of participation in decision-making. At 
either end of the continuum, there is no sharing, only unilateral decision-making or 
complete autonomy for one of the actors (superiors or subordinates) and none for the other. 
In between these two extremes are a range of mechanisms and processes, each of which 
can be seen to demonstrate different combinations of employee and employer autonomy 
and thereby different degrees of employee participation in decision-making (Leat, 2001). 
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Effective employee participation may be conditional upon some key issues. Top 
management support and the supportive organisational culture could be considered 
important keys to effective employee participation. The level of trust between employees 
and employers, as well as the extent to which employees are trained to be able to make the 
decisions delegated to them effectively are also key issues to effective employee 
participation. Finally, delegation of authority and power is considered as another key to 
effective employee participation, as some researchers argue that participation without 
delegation might increase control over employees (Hardy and O'Sullivan, 1998). 
Organisations may seek to encourage their employees to participate in the decision- 
making process as evidence suggested that employee participation in decision-making 
might be important to both the organisation and the employees. As far as the organisation 
is concerned, evidence suggested that employee participation in decision-making might 
result in cost reduction, productivity and quality improvement, sustaining the learning 
environment within the organisation, raising the level of customer satisfaction, enhancing 
the employees' level of organisational commitment and effective use of managers' time. 
As far as the employees are concerned, evidence suggested that employee 
participation in decision-making might positively affect their perceptions of their QWL as 
well as it might enhance their level of job satisfaction. 
In contrast, some studies that have indicated that some pitfalls of employee 
participation in decision-making might exist which might adversely or negatively affect the 
employees' perceptions of their QWL have been presented and discussed. Such pitfalls 
might include the peer group and managers pressure on the participants to coerce him/her 
to make a certain decision and the difficulty of adapting psychologically at the end of a 
highly motivating participation effort if the participants are thrust back into narrow, rigidly 
traditional tasks. 
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In this chapter the opinion of those who argue for the importance of employee 
participation in decision-making and its potential relationship to the employees' QWL has 
been adopted. 
In the next chapter, the potential relationship between QWL and job satisfaction 
will be highlighted. In addition, the concept of job satisfaction, its importance to the 
organisation as well as to the employees, and how to enhance the employees' level of job 
satisfaction will be discussed. 
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CHAPTER SIX 
QWL AND JOB SATISFACTION 
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6.1. OWL and JOB SATISFACTION: 
It seems that there is a reciprocal or give-and-take relationship between all 
organisations and their employees. The two parties of the relationship have different goals 
and are keen to achieve them. On the one hand, organisations exert some effort and incur 
some costs to hire the most appropriate workforce that helps them achieve their short-term 
and long-term objectives. On the other hand, employees join certain organisations not only 
to help those organisations achieve their goals, but to benefit from those organisations in 
achieving their personal goals also. It seems intuitively that the more skilful the 
organisations are in satisfying their employees, the greater the effort employees are ready 
to exert to help their organisations achieve their objectives. 
Bruce and Blackburn (1992) argued that the belief that satisfied employees are also 
productive employees is naturally appealing. They added that managers and employees 
alike pursue job satisfaction in the often naYve belief that it leads to that other workplace 
ideal - high performance. 
It is worth mentioning that quality of work life might include both the physical and 
psychological aspects of both the work content and the work environment (see Chapter 
Four). Perceived in this way, many studies may support the potential relationship between 
the employees' perceptions of their quality of work life and their perceptions of their level 
of job satisfaction. For example, Elizur and Shye (1990: 277) argued that behavioural 
scientists, have equated QWL with workers' satisfaction with their work and work 
environment, and thus, job satisfaction has been advanced as the sole outcome criterion of 
a high QWL. Macy and Mirvis (1976) also argued that employees' job satisfaction and 
reward expectations are influenced by their work environment and the extent to which it 
provides valued rewards. The work environment might include the employees' jobs, 
supervisors, work groups, and the organisational structure and technology. Werther and 
Davis (1996), also, argued that the Human Resource Department of any organisation may 
have both direct and indirect influences on employee motivation and job satisfaction. It 
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may make direct contact with employees and supervisors through orientation, training and 
development, career planning, and counselling activities. At the same time, these activities 
may help the supervisor do a better job of motivating employees. The policies and 
practices of the HR department, such as safety and health policies, compensation practices, 
and other policies and practices, also may affect motivation and job satisfaction indirectly. 
Werther and Davis (1996) concluded that the motivation and job satisfaction of employees 
may act as feedback on their quality of work life and the HR department's day-to-day 
employee relations activities. Moreover, Fields and Thacker (1992), in their study to test 
the influence of QWL on company and union commitment, concluded that job satisfaction 
is also likely to be affected by a successful QWL effort. 
Mullins (1996) argued that restructuring the work itself, and providing job 
enrichment, which is one of the forms or tools used to improve the QWL, by making it 
more interesting and challenging, does increase job satisfaction. He added that the 
situations employees find most satisfying and rewarding are invariably those which 
provide the opportunity to satisfy such aspects of the job as: a sense of achievement; some 
act of recognition and appraisal; authority and responsibility; growth, advancement and 
self-development; and the nature of the work itself - variety, creativity and challenge. On 
the other hand, job context factors may also play an important role in satisfying employees. 
Those factors relate to organisation policy and administration; interpersonal relationships; 
security and effect on personal life; status; work conditions; salary; and competent 
supervision. Comparing between Mullins' argument and Walton's dimensions of QWL 
(see Chapter Four), it could be inferred that QWL and job satisfaction may be positively 
correlated. Bruce and Blackburn (1992) supported Mullins' argument that enriched jobs 
may increase job satisfaction among employees or jobholders. They argued that 
participative methods of management in organisations may have a great potential to 
enhance job satisfaction and performance. As folk wisdom puts it, "People accept what 
they help to create". They, also, found that the presence of QWL factors are conducive to 
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job satisfaction, i. e. the presence of QWL factors in. an organisation may set the stage for 
job satisfaction to occur. With QWL factors in place, the real business of balancing job 
satisfaction and perfon-nance can begin. Bruce and Blackburn (1992) believe also that 
QWL factors are equivalent to what have been called, by Herzberg, "dissatisfiers". If 
quality-working conditions are not present, employees may become dissatisfied (see 
Chapter Two). They may look for otherjobs. They may simply perform at a minimal level. 
In either event, the organisation will lose. Some researchers, according to Bruce and 
Blackburn (1992), also, argued that one way to increase job satisfaction among employees 
is to provide a high QWL environment, in which employees may be productive because 
their work situation is one in which they find job satisfaction. In addition, some scholars, 
according to Bruce and Blackburn (1992) also, have found that a QWL environment may 
lead to job satisfaction, employee growth, meaningful jobs, and employee wellbeing. 
Spreitzer et A (1997) argued that a key focus of the QWL movement was on 
enhancing employee job satisfaction, and helping employees to feel good about their work 
and jobs. 
Perceiving that the core to any QWL programme is employee's participation in 
decision-making (see Chapter Five), Kanungo (1986) found that job satisfaction and 
employee's participation in decision-making are positively correlated. 
Moreover, Conway (1976), in a study to test the linearity between teachers' 
participation in decision-making and their perceptions of their schools as organisations 
(that is their level of satisfaction with their schools), identified three levels of participation; 
equilibrium (participating as much as desired), saturation (participating more than desired), 
and deprivation (participating less than desired). The findings of the study supported the 
assumption made that over-participation (saturation) as well as under-participation 
(deprivation) both tend to increase teachers' job dissatisfaction. On the other hand, 
equilibrium participation was found to be the most or optimum satisfying condition (see 
Chapter Five). 
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Stanton (1993) added that employees' participation in decision-making seems to 
have many advantages to the individual employee as well as to the organisation. The first 
of these advantages to the employees is increased employee job satisfaction. 
Finally, Rafaeli (1985; cited in Cotton, 1993) surveyed 760 employees in a large 
electronics manufacturer about their perceived influence, job satisfaction, job 
characteristics, and experience with quality circles (as one of the tools that might be used 
to improve the employees' perceptions of their QWL through employees' participation in 
decision-making). He found that quality circle members reported significantly greater 
influence, higher level of job satisfaction, less desire to quit, and higher perceptions of task 
variety than non-members. 
In contrast, some studies indicated that there is no significant and positive 
relationship between the degree of participation in decision-making available to the 
employees and their level of job satisfaction (Cotton, 1993). Other studies indicated that 
the relationship between participation in decision-making and job satisfaction could be 
non-linear and contingent upon individual and situational variables (Warr, 1990; Daniels 
and Guppy, 1994; cited in Daniels and Bailey, 1999). In addition, according to Organ and 
Davis (1995), a new theory does exist that argues that job satisfaction comes not only from 
the work environment but also the internal sense of happiness that employees possess or 
lack. If this theory is adopted, it seems that any effort to improve the employees' quality of 
work life might be useless if some of the employees lack this internal sense of happiness. 
Chiu and Kosinski (1997) supported the effect of personality traits on job satisfaction. 
They argued that individuals high on positive affectivity (including for example, initiative, 
ambition, sociability and expressiveness) might be more likely to experience positive states 
over time and across a variety of situations. 
In sum, from the previous discussion, it could be argued that when employees 
positively perceive their quality of work life, they tend to express high levels of job 
satisfaction. 
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6.2. JOB SATISFACTION: DEFINITION and IMPORTANCE: 
6.2. L Job Satisfaction: Definition: 
What is meant by job satisfaction? Before presenting and discussing some of the 
definitions of job satisfaction that have been developed or suggested by many researchers 
and scholars, it might be necessary to refer to a central theme that seems related to the 
study of job satisfaction; that is the issue of individuals' expectations. It is likely that when 
individuals join any organisation they most probably have or bear in mind some kind of 
expectations regarding some features such as, pay, promotion opportunities, the working 
environment, etc. The expectations continue to increase or decrease as long as the 
individual works for the same organisation. What the individual finds or gets in reality may 
or may not be up to his/her expectations. Job satisfaction or dissatisfaction may result 
when employees compare between what their job offers them in reality with what they 
expect to get from theirjob. 
In this context, some researchers and scholars defined job satisfaction as the 
positive emotional reactions to a particular job (Oshagbemi, 1999; Locke, 1976; cited in 
Missing el al. 1999; and Vandenberg and Lance, 1992). This positive emotional reaction 
may result from the individual's comparison of actual outcomes with those that are desired, 
anticipated or deserved. Other researchers defined job satisfaction as a feeling or an 
affective state resulting from the fulfilment of a need or removal of a tension that is caused 
in the job context (Kanungo, 1986; Smith et al. 1969 and Greenberg and Baron, 1997). 
Moreover, Brewer (1996) and Werther and Davis (1996) defined job satisfaction as the 
favourableness/un-favourableness or the degree of happiness with which employees view 
their job; in terms of such items as job security, rewards, conditions of work, promotion 
and company policy. In addition, job satisfaction has been defined as an attitude, an 
internal state which is associated with a personal feeling of achievement, either qualitative 
or quantitative (Mullins, 1996 and Hochwarter et al. 1999). Hochwarter et al. (1999) added 
that this attitude is formed by both contextual variables and factors inherent in the 
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individuals. Finally, Hellriegel et A (1999); Moorehead and Griffin (1998; cited in 
Eskildsen and Nussler, 2000: 581) defined job satisfaction as the gratification or prosperity 
that the employees get from theirjob. This may mean, according to Eskildsen and Nussler 
(2000), whether or not the employees are happy to go to work, perceive their jobs as 
meaningful, or whether or not their jobs have a negative physical or psychological effect 
on them. Job satisfaction, according to this definition, may include every aspect that has to 
do with the influence that the job has on the employee as well as the perception that the 
employee has of the job/organisation. 
From the previous discussion, it could be concluded that job satisfaction might be 
defined as the positive inner feeling that results from the repletion or satisfaction of one or 
more of the individual' needs or wants. This inner feeling might be expressed on different 
levels based on the size of the gap between the actual and expected outcomes. If the actual 
outcomes considerably exceed the expected outcomes, the individual might be strongly 
satisfied with his or her job. On the other hand, if the expected outcomes considerably 
exceed the actual outcomes, the individual might be extremely dissatisfied. Between these 
two extremes, the level of job satisfaction varies as the gap between actual and expected 
outcomes increases or decreases. This inner feeling seems important as it is expected that it 
might affect the behaviour of the individual or the employee at work, i. e. it is reflected in 
some kinds of work-related behaviour. Accordingly, it might be expected that positive 
inner feelings lead to positive work-related behaviours, and the reverse is true when 
employees are not satisfied with theirjobs. 
Hence, job satisfaction is not a parenthetic issue, since it most likely affects or 
shapes the employee's behaviour. 
The previous definition of job satisfaction raises the issue that to be able to satisfy 
their employees, management may need to conduct a careful and thorough analysis of 
employees' various needs and wants so as to find out what they really need and what they 
expect. Failure of management to recognise and satisfy or meet its employees' needs may 
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lead to job dissatisfaction and accordingly to a negative behaviour at work. 
6.2.2. Job Satisfaction: The Importance: 
There are potentially many advantages to organisations if they can achieve a 
situation in which their employees are satisfied - exhibit positive job satisfaction. For 
example, it seeks to increase employees' loyalty through maximising their level of job 
satisfaction, since it is argued that one of the most important contributors to loyalty is job 
satisfaction (McCusker and Wolfman, 1998). MuCusker and Wolfman (1998) added that 
one of the chief reasons for diminishing loyalty over a period of time was that hard work 
and extra effort are assumed, as the norm by the organisation, rather than being recognised 
and rewarded. These employees view the contributions that go above and beyond as 
discretionary, and want to be valued and respected for choosing to work longer hours, 
taking on increased responsibilities and giving superior service. Those employees who 
indicated an increase in their loyalty cited high job satisfaction, recognition for a job well 
done and a company culture that supports a work/family balance. In addition, many studies 
have argued that organisations are interested in increasing their employees' level of job 
satisfaction in order to maximise their level of commitment to the organisations. Brewer 
(1996) has found that organisational commitment is based on a social exchange whereby 
managers acknowledge and reward employees through payment, promotion, security, and 
working conditions for their contribution to the organisation. Vandenberg and Lance 
(1992), also, argued that job satisfaction is an antecedent to organisational commitment, 
and Lurn et al. (1998) argued that job satisfaction and organisational commitment are 
positively correlated with one another. Finally, Macy and Mirvis (1976) assumed that 
employees are more likely to come to work and remain in the organisation if they obtain 
job satisfaction from their jobs, and they are likely to put more effort and work more 
effectively if they expect to be rewarded for their efforts and performance. 
110 
Job satisfaction seems important also because of its potential relevance to the 
physical and emotional wellbeing of the employees, i. e. job satisfaction has relevance for 
human health (Oshagbemi 1999). As stated by Cully et aL (1998: 19) "The extent to which 
employees' work related and personal needs are recognised and fulfilled is likely to have 
some bearing on their views about their workplace, and their working lives". 
Moreover, some organisations seek employees' job satisfaction based on the belief 
that employees' job satisfaction may lead to better customer service. According to 
Tompkins (1992), Xerox company has discovered from its management studies that 
customer satisfaction is directly linked to a highly motivated and satisfied workforce or 
employees. Eskildsen and Dahlgaard (2000), added that without satisfied and motivated 
employees it might be impossible to produce world-class products and it might be 
impossible also to achieve satisfied and loyal customers. The link between employee 
satisfaction and customer satisfaction has been verified empirically (Dahlgaard et aL 1998: 
355; cited in Eskildsen and Dahlgaard, 2000: 1081). Koys (2001) has, also, found a 
reciprocal relationship between employee satisfaction and customer satisfaction, which 
may mean, according to Koys (2001), that although employee job satisfaction influences 
customer satisfaction, customer satisfaction may also affect employee job satisfaction. 
It is also worth noting that the consequences of employee dissatisfaction (i. e. QWL 
not present or not good) may constitute sufficient reasons for cmployers/organisations to 
pursue policies and practices aimed at enhancing employee job satisfaction. 
Greenberg and Baron (1997) focused on two main negative consequences of job 
dissatisfaction. The first is employee withdrawal. When employees are dissatisfied with 
their jobs, they try to find ways of reducing their exposure to them. That is, they withdraw 
from theirjobs. Two main forms of employee withdrawal are absenteeism and voluntary 
turnover. With respect to absenteeism, research, according to Greenberg and Baron (1997), 
has shown that the lower the employees' level of job satisfaction with their jobs, the more 
likely they are to be absent from work and similarly, the lower the employees' level of job 
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satisfaction, the more likely they are to consider resigning and actually to do so. 
The second is task performance. Some researchers believe that best performers would be 
the most satisfied with theirjob and the most satisfied would exemplify the best performer 
(Hochwarter et al. 1999: 296). According to Hochwarter et al. (1999), reports about the 
relationship between job satisfaction and performance reveal inconsistent findings, as some 
reports reported evidence that job satisfaction may lead to perfon-nance (Herzberg et al. 
1959; cited in Hochwarter et al. 1999), other work indicated that performance influences 
job satisfaction (Lawler and Porter, 1967; cited in Hochwarter et al. 1999), and yet other 
evidence suggested that the bivariate relationship between job satisfaction and performance 
is weak to non-existent (Brayfield and Crockett, 1955; laffaldano and Muchinsky, 1985; 
Vroom, 1964; cited in Hochwarter et al. 1999). Grey and Gelfond (1990) supported the 
existence of a positive relationship between job satisfaction and performance. Bruce and 
Blackburn (1992), also, argued that over two thousand studies on humanising the 
workplace indicated that satisfied employees are more productive and that organisations 
with satisfied employees are more efficient. Satisfied employees, according to Hackman 
and Oldham (1975: 161; cited in Bruce and Blackburn 1992: 6), are more likely to 
experience high internal work motivation, to give high-quality work performance, and to 
have low absenteeism and turnover. Simply put, organisations that have instituted 
programmes to improve job satisfaction have found them to be successful in terms of both 
human and economic standards. In addition, Cully et aL (1998), in their Workplace 
Employee Relations Survey (WERS), argued that satisfied employees are more likely to be 
productive employees. 
In contrast, although some executives believe that by improving employees' job 
satisfaction company fortunes would also be enriched, very little empirical evidence was 
available to tie employees' satisfaction to company's performance (Parker an Brown, 2000 
and Hochwarter et al. 1999). Moreover, as argued by Somers (2001) empirical findings of 
the attitude-performance linkage indicated that relationships between work attitudes 
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(including job satisfaction) and job performance were weak at best. The failure to produce 
a meaningful relationship between job satisfaction and job performance has proven to be 
especially vexing or annoying (Organ, 1988; cited in Somers, 2001: 47). 
From the previous discussion, it could be concluded that satisfied employees are 
more likely to be committed (see Chapter Seven) and productive employees. And this 
relationship seems logical or rational, because why do employees withdraw, physically 
and/or psychologically from their organisations if they are satisfied with them? At the end, 
such physical or psychological withdrawal may have negative effects on both parties; the 
organisation and the employees. 
6.3. ENHANCING JOB SATISFACTION: 
Believing in the importance of job satisfaction, how could organisations enhance 
their employees' level of job satisfaction? It is believed that organisations can enhance 
their employees' level of job satisfaction by improving the job content and/or the job 
environment (or job context). Generally speaking, and based on the previous discussion, 
improving the employees' perceptions of their quality of work life might enhance their 
level of job satisfaction (see Section 6.1). Cully et al. (1998) and Savery (1996) argued that 
the employees' level of job satisfaction is more likely to be influenced by the sense of 
achievement and the due recognition for effort or quality of work. In sum, as argued by 
Laabs (1998a), an organisation can improve its employees' level of job satisfaction by 
making them feel that they are needed, valued and appreciated, that is to say, by adopting 
the QWL philosophy which sees employees as the most important asset for the 
organisation (see Chapter Three). 
In addition, many studies have examined the issue of how to enhance employees' 
job satisfaction. For example, the level of job satisfaction could be enhanced, first and 
foremost, by offering employees the financial compensation or reward that helps them 
meet their personal and family obligations. Monetary rewards or financial compensation, 
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are still perceived, by the researcher, as one of the most important factors that could help in 
enhancing the employees' level of job satisfaction. At the end, people work to be 
compensated fairly and adequately so as to be able to meet their personal and family 
obligations. Many studies support the importance of the financial rewards or compensation 
to enhance the level of employees' job satisfaction (Cully et al. 1998; Laabs, 1998a; 
Savery, 1996; Greenberg and Baron, 1997; and Mullins, 1996). Hence, it seems that 
employees who believe that their organisations' pay systems are fair and adequate tend to 
be satisfied with theirjobs. 
Job satisfaction could also be enhanced by allowing the employees some degree of 
autonomy or participation in making the decisions that might affect their job, i. e. the 
'How' decisions (Cully et al. 1998; Greenberg and Baron, 1997; Blauner, 1964; and 
Handy, 1993; cited in Mullins, 1996). It seems that when employees are allowed some 
degree of participation in decision-making this might contribute to enhance their feeling of 
job satisfaction as they might feel that they have some impact on their organisation, in 
general, and on theirjobs, in particular (see Chapter Five). 
Moreover, job satisfaction could be enhanced by improving the employee-employer 
or supervisor relationship (Greenberg and Baron, 1997; Mullins, 1996; Cully et al. 1998; 
Bogg and Cooper, 1995 and Handy, 1993; cited in Mullins, 1996). As argued by 
Greenberg and Baron (1997), job satisfaction tends to be highest among those who believe 
that their supervisors are competent, treat them with respect, and have their best interests in 
mind. Similarly, job satisfaction may be enhanced when employees believe that they have 
open channels of communication with their superiors. Mullins (1996) added that 
supervision might involve technical knowledge, human relation skills and co-ordination of 
work activities. Hence, effective supervision might be necessary for enhancing job 
satisfaction. Supervisors who adopt a considerate manner towards their employees tend to 
have the more highly satisfied work groups. 
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Improving the physical and psychological working conditions might also positively 
affect the employees' perceptions of their level of job satisfaction. Employees might report 
high levels of job satisfaction when they feel that their working conditions are compatible 
with their physical needs and abilities (Savery, 1996 and Mullins, 1996). The nature of 
technology, as one of the important aspects of working conditions, might also affect the 
level of employees'job satisfaction. Technology, according to Mullins (1996), may relate 
to the physical aspects of machines, equipment, processes and work layout; and the actual 
methods, systems and procedures involved in the carrying out of work. Therefore, 
technology may be a major influence on the general climate of the organisation, the 
employees' perceptions of their level of job satisfaction and their behaviour at work. The 
impact of information technology can not be ignored. It might affect the nature and content 
of individual jobs; the function and structure of work groups; the nature of supervision; the 
hierarchical structure of jobs and responsibilities; and the management task. Psychological 
wellbeing, according to Mullins (1996), may also be a major influence on job satisfaction. 
Psychological wellbeing may be affected by many factors such as, salaries and wages, job 
variety, clarity and reasonability of goals, security, interpersonal contact, and valued social 
position. It is expected that job satisfaction will increase and psychological distress will 
decline when employees' psychological wellbeing increases. Role conflict and job or 
career uncertainty may also impact upon feelings of wellbeing and, employees might feel 
satisfied when role conflict and ambiguity are kept to the minimum possible level (Savery, 
1996 and Handy, 1993; cited in Mullins, 1996), and when career prospects or paths are not 
doubtful (Handy, 1993; cited in Mullins, 1996). In addition, Sullivan and Bhagat (1992) 
added that most of the research on organisational stress has used role ambiguity and role 
conflict to operationalise stress. Those studies generally indicated that job stress and 
satisfaction are inversely or negatively related. Role conflict and ambiguity may exert a 
direct influence on job satisfaction and physical symptoms, which in turn may influence 
turnover intentions. 
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Job content might also enhance job satisfaction. As argued by Savery (1996), 
mentally challenging jobs with which employees can cope successfully, and in which 
employees are interested might enhance their level of job satisfaction. Cully et aL (1998) 
supported the view that job satisfaction is more likely to be enhanced by the challenge 
presented by the individual's job or work. In addition, Mullins (1996) added that when 
employees could not see the purpose of their work, i. e. when they perceive their work as 
meaningless, they might feel dissatisfied. Greenberg and Baron (1997) argued also that it 
seems necessary to match employees to jobs that are congruent with their interests to 
enhance their level of job satisfaction. They added that employees have many interests, and 
the more employees find that they are able to fulfil their interests while on the job, the 
more satisfied they will be with theirjobs. 
To sum up, the factors that influence/impact upon the employees' perceptions of 
their level of job satisfaction can be located in the following three broad categories: 
1. Personal factors: As every person has his/her own needs, it seems reasonable to search 
for those specific needs or personal needs that might help the employee feel satisfied at 
work. The personal needs may be affected by the economic, social, environmental, and 
even cultural factors. 
2. The job-related factors: The job content may have a role to play in satisfying the job 
incumbent. It seems that most employees may feel satisfied when their job is 
challenging; when they have enough autonomy and control over their work; and when 
they feel that theirjob suits their physical and mental abilities. 
3. The organisational factors: This could be classified into two sub-categories as follows: 
3.1. The soft organisational factors: this may include the degree to which employees 
are permitted to participate effectively in their work-related decisions (i. e. the 
'How' decisions); the quality of supervision; the extent to which the 
organisation takes care of their employees' personal or family needs; the quality 
of the two-way communication among the different managerial levels; the 
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clarity of direction and goals; clear management systems and procedures; and 
the socialisation of the workplace in general. 
3.2. The hard organisational factors: this may include the technology available to 
employees to perform their tasks; the design of the workplace; and safe and 
healthy working environment. 
6.4. SUMMARY: 
In this chapter, the potential relationship between QWL and job satisfaction has 
been discussed. Job satisfaction has been advanced as the sole outcome criterion of a high 
QWL. It may also act as a feedback on the employees' QWL. Job satisfaction may be 
defined as a positive inner feeling that results from the repletion of one or more of the 
individual's needs or wants. Job satisfaction or dissatisfaction may result when the 
individuals/employees compare between what they get from their work and what they 
expect to get from it. If the actual outcomes considerably exceed the expected outcomes, 
employees tend to express a high level of job satisfaction, and the reverse is true when the 
expected outcomes considerably exceed the actual outcomes. In between these two 
extremes are varying levels of job satisfaction based on the gap between actual and 
expected outcomes. 
The importance of job satisfaction may stem from a number of issues. For example, 
job satisfaction may affect or shape the employee's behaviour, hence, satisfied employees 
are more likely to behave positively toward their organisation. Evidence suggested that 
satisfied employees are more likely productive employees (Cully et aL 1998). Moreover, 
customer satisfaction and employee satisfaction seem to be correlated. In addition, job 
satisfaction has been perceived as an antecedent to organisational commitment 
(Vandenberg and Lance, 1992). As far as the employees are concerned, job satisfaction 
may positively affect the employees' physical and emotional wellbeing (Oshagbcmi, 
1999). 
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Because of its potential importance to both the organisation and the employees, 
many organisations may become interested in enhancing their employees' level of job 
satisfaction. A number of ways could be followed in this respect. For example, evidence 
suggested that job satisfaction could be enhanced by improving the employees' QWL 
through making them feel that they are needed, valued and appreciated. Job satisfaction 
could also be enhanced through some personal, job-related and organisational factors. As 
each individual is unique in his/her personal needs, he/she might show a high level of job 
satisfaction when his/her personal needs are met/satisfied. Individuals might also be 
satisfied when theirjobs are challenging, and provide them with some degree of autonomy. 
Employees might also express a high level of job satisfaction when they have good 
relationships with their superiors and when they are allowed some degree of participation 
in making decisions that affect their jobs. They might also be satisfied when they work in a 
safe and healthy working environment. 
On the contrary, Organ and Davis (1995) argue that a new theory does exist that 
assumes that job satisfaction comes not only from the work environment but also the 
internal sense of happiness that employees possess or lack. If this theory is adopted, it 
seems that any effort to improve the employees' quality of work life might be useless if 
some of the employees lack this internal sense of happiness. Chiu and Kosinski (1997) 
supported the effect of personality traits on job satisfaction. They argued that individuals 
high on positive affectivity (including for example, initiative, ambition, sociability and 
expressiveness) might be more likely to experience positive states over time and across a 
variety of situations. 
In this chapter the opinion of those who argue for the importance of job satisfaction 
and its potential relationship to the employees' QWL has been adopted. 
In the following chapter, the potential relationship between QWL, job satisfaction 
and organisational commitment will be addressed. The concept of organisational 
commitment, its components/types, its importance, and how to sustain/enhance the level of 
118 
organisational commitment between employees will be highlighted. 
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CHAPTER SEVEN 
QWL AND ORGANISATIONAL 
COMMITMENT 
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7.1. OWL and ORGANISATIONAL COMMITMENT: 
It is likely that all organisations may exert some efforts and afford some costs to 
hire the most appropriate employees who help them achieve their short-term and long-term 
objectives. It seems also that the challenge that faces most organisations is how to retain 
the key employees or the high-performers, that is to say, how to increase the level of 
employees' organisational commitment so as to retain them. As argued by Storey (1995), 
committed employees are more likely to stay with their organisation, and this may benefit 
the organisation, as it will be able to ensure a return on the investment in careful selection, 
training and development. 
It seems, also, that when organisations give, their employees will give back, i. e. 
employees will be committed to their organisation to the extent their organisation is 
committed to them. This is what may make the concept of organisational commitment a 
cornerstone in any analysis of human resource management. Indeed, one of the major 
rationales for introducing HRM policies is to increase the levels of organisational 
commitment so that other positive outcomes can ensue (Guest, 1998; cited in Singh and 
Vinnicombe, 2000). 
Molander and Winterton (1994) argued that providing a working environment in 
which the quality of work life QWL) meets individual's needs and aspirations may be an 
effective way of sustaining employee's organisational commitment. Bruce and Blackburn 
(1992) argued that in order to attract and retain qualified employees, organisations will 
have to treat their employees as their most important asset; which may suggest that 
organisations should adopt the QWL philosophy suggested earlier by Mullins (1996) (see 
Chapter Three). 
Stum (1998), also, argued that five factors were found to positively affect the 
decision of employees to stay within their organisation, the first of the top five drivers of 
organisational commitment is 'A Fearless Culture' or a QWL culture as termed by James 
(1992). As stated earlier, James (1992) argued that the aim of a QWL culture is to create a 
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fear-free organisation (A fearless culture) in which employee participation in decision- 
making is vigorously or strongly pursued. It may generate a high degree of reciprocal 
organisational commitment: the individual to the goals and development of the 
organisation, and the organisation to the needs and development of the individual. 
Moreover, Greenberg and Baron (1997) argued that there is a relationship between 
job enrichment, as one of the techniques used to improve the employees' QWL, and the 
employees' level of organisational commitment. They believe that employees tend to be 
highly committed to their organisations to the extent that they have a good chance to take 
control over the way they do their jobs and are recognised for making important 
contributions. 
Cotton (1993), also, argued that employee participation in decision- making, as a 
central point to any QWL programme, is used to utilise the entire capacity of employees 
and to encourage employees' organisational commitment to organisational success. Cotton 
(1993) added, employees' participation is associated with higher motivation and 
performance, fewer intentions to quit (increased level of organisational commitment), and 
lower turnover (increased level of organisational commitment). 
On the other hand, as stated earlier, many studies that examine the relationship 
between job satisfaction and organisational commitment have suggested that job 
satisfaction is an antecedent of organisational commitment (Yousef, 2001; Cully et al. 
1998; Fields and Thacker, 1992; Brewer, 1996; Vandenberg and Lance, 1992; Lum et al. 
1998; Macy and Mirvis, 1976). Leong et al. (1996), also, found that organisational 
commitment was positively correlated to job satisfaction. 
Moreover, Abu-Ragab (1999), in his study on the Phan-naceutical Industry in Egypt 
to test the influence of individual differences on the relationship between job satisfaction, 
organisational commitment and employees' intention to leave their organisation, has found 
that there is a positive, significant relationship between job satisfaction and organisational 
commitment. In addition, many studies have established significant relationships between 
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the three components of commitment developed by Meyer and Allen (1991), presented 
here below (in section 7.2.1), and job satisfaction (Clugston, 2000). Mathieu and Zajac 
(1990; cited in Clugston, 2000) found thatjob satisfaction was related to both affective and 
continuance organisational commitment. Williams and Hazer (1986; cited in Clugston, 
2000) also found that job satisfaction is an antecedent to organisational commitment. 
Hackett et al. (1994; cited in Clugston, 2000) found that job satisfaction had a positive 
influence on affective and normative commitment but had a negative influence on 
continuance commitment (i. e. when the level of job satisfaction increases the level of 
continuance commitment decreases). 
In contrast, other studies found no relationship between job satisfaction and 
organisational commitment (Curry et aL 1986). While, other studies found a negative 
influence of job satisfaction on continuance commitment (Konovsky and Cropanzano, 
1991; and Withey, 1988; cited in Clugston, 2000). Moreover, Vandenberg and Lance 
(1992) found that organisational commitment causes job satisfaction, and not the reverse as 
indicated in most of the earlier studies. 
It could be argued, by the researcher, that employees may be committed to their 
organisation to the extent their organisation is committed to them and is interested in 
meeting their personal needs as well as their work-related needs. Then when employees 
feel satisfied with their organisation as a place to work, they may become committed to it. 
Hence, the opinion of the first camp that supports the positive relationship between job 
satisfaction as an independent variable and organisational commitment as a dependent 
variable is adopted in this research. 
To conclude, it could be inferred, from the previous discussion, that when 
employees positively perceive their quality of work life, they tend to exhibit a high level of 
job satisfaction, which in turn may positively affect their perceptions of their level of 
organisational commitment. 
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7.2. ORGANISATIONAL COMMITMENT: DEFINITION and TYPES: 
7.2.1. OrRanisational Commitment: Definition: 
Many researchers and scholars have developed a wide range of definitions of 
organisational commitment. For example, Mowday et A (1979) argued that organisational 
commitment could be characterised by at least three factors: 
0a strong belief in and acceptance of the organisation's goals and values; 
0a willingness to exert considerable effort on behalf of the organisation; and 
0a strong desire to maintain membership in the organisation. 
In addition, Meyer and Allen (1991: 67) defined organisational commitment as 'a 
psychological state that (a) characterises the employee's relationship with the organisation, 
and (b) has implications for the decision to continue membership in the organisation'. 
Greenberg and Baron (1997) defined organisational commitment as the extent to 
which employees identify with and are involved with their organisations and are unwilling 
to leave them. 
Brewer (1996), also, defined organisational commitment as the employee's loyalty 
and intent to stay with the employer based on a sense of duty and responsibility, and 
extends beyond a purely personal interest in employment. 
O'Reilly and Chatman (1986; cited in Brewer, 1996) defined organisational 
commitment as the extent to which employees identify with their organisation and 
managerial goals, show a willingness to invest effort, participate in decision-making and 
internalisc managerial values. 
In addition, Lahiry (1994: 50) defined organisational commitment as the 
psychological strength of an individual's attachment to the organisation. 
Moreover, Elizur (1996) defined organisational commitment as a 
man i festati on/demonstrati on of the individual's own self, and reflects value standards that 
are basic to the individual's existence as a person. 
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From the previous definitions, it could be concluded that when an employee 
identifies with his or her organisation, he or she becomes psychologically more willing to 
behave positively toward that organisation. Behaving positively may mean the willingness 
to exert the necessary effort and to devote time so as to help the organisation achieve its 
short-term and long-term objectives. It might also mean that the person is unwilling to 
leave his or her organisation, as he or she feels affectively attached to it. Without such 
organisational commitment, organisations may be able to achieve their short-term goals, 
but in the long run, they may face many problems, resulting from the lack of employees' 
organisational commitment, that may obstruct the achievement of the long-term goals. A 
main problem that seems related to the lack of employee's commitment is increasing the 
turnover and/or withdrawal rate, which might negatively affect the stability of the 
organisation's workforce which in turn might negatively affect its ability to plan its 
operations strategically. When employees identify with their organisation, i. e. when they 
are committed to their organisation, this may mean they are convinced, to a great extent, 
that their attachment with that organisation will help them achieve their personal goals, as 
well as their organisation's goals. 
7.2.2. Organisational Commitment: The Types: 
Organisational commitment may have different types or components. For example, 
Mowday et al. (1982: 26) distinguished between two types of organisational commitment; 
attitudinal and behavioural. According to them, "attitudinal commitment focuses on the 
process by which people come to think about their relationship with the organisation. In 
many ways it can be thought of as a mind set in which individuals consider the extent to 
which their own values and goals are congruent with those of the organisation. Behavioural 
commitment, on the other hand, relates to the process by which individuals become locked 
into a certain organisation and how they deal with this problem". Mowday et al. (1982; 
cited in Uat, 2001) suggested that attitudinal and behavioural commitment are not isolated 
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from each other, but, on the contrary, there may well be a reciprocal relationship between 
them, with attitudes influencing behaviour and vice versa. 
More recently, Meyer and Allen (1991) developed a comprehensive and integrated 
model of organisational commitment to the organisation. They argued that organisational 
commitment is a mixture of three components: affective, continuance, and non-native 
commitment that vary in influence. These are three components rather than types of 
commitment, because an employee's relationship with his or her organisation might reflect 
varying levels of all three (Meyer and Allen, 1997). Affective commitment refers to 
employees' emotional attachment to the organisation. Continuance commitment is based 
on the costs that employees associate with leaving the organisation. Normative 
commitment refers to the employees' feelings of obligation to remain with the 
organisation. Organisational commitment is thought of as a psychological state linking 
employees to their organisations. In short, according to Meyer and Allen (1997), 
employees with strong affective commitment remain with the organisation because they 
want to, those with strong continuance commitment remain with the organisation because 
they need to, and those with strong normative commitment remain with the organisation 
because they feel they ought to do so. Although most studies of organisational commitment 
can be categorised as assuming either attitudinal or behavioural perspective, Meyer and 
Allen (1997) conceptualised a multidimensional organisational commitment measure 
(Dunham et al. 1994). The results of the study conducted by Dunham et al. (1994) 
supported the existence of three major components or dimensions of organisational 
commitment (affective, continuance and non-native) with two sub-dimensions (personal 
sacrifice and lack of alternatives) for the continuance commitment dimension. 
Elizur (1996) distinguished between two types of organisational commitment - 
moral organisational commitment and calculative organisational commitment. Moral 
organisational commitment focuses on psychological attachment or loyalty, while 
calculative organisational commitment emphasises potential benefits derived from the 
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employees' belonging to the organisation. 
Moreover, Brewer (1996) argued that organisational commitment may be 
differentiated by a person's involvement in pursuing managerial interests regardless of the 
task, that is organisational commitment, or it may be differentiated by people involved 
primarily in performing specific work and valuing its performance in preference to 
organisational commitment. This is referred to as work or occupational commitment. 
Work-committed employees are more likely to be loyal to the occupational speciality and 
less inclined/tending to accept alternative tasks for the good of the organisation as a whole, 
although the outcomes of their actions may be accord with the interests of management. 
Finally, Greenberg and Baron (1997) argued that employees could commit 
themselves to various entities in their organisation. Based on the entity to which employees 
commit themselves to, Greenberg and Baron (1997) identified or referred two types of 
organisational commitment - local and global commitment. Local commitment exists 
when employees are highly committed to their supervisor and work group but not to top 
management and the organisation as a whole. On the other hand, global commitment 
occurs when employees are highly committed to top management and the organisation as a 
whole, but not to their supervisors and work group. 
In sum, it could be concluded that organisational commitment reflects the 
employee's attachment to his or her organisation. This attachment might be emotional or 
behavioural attachment. The emotional attachment might include attitudinal commitment 
(Mowday et al. 1979), affective commitment (Meyer and Allen, 1991), moral commitmcnt 
(Elizur, 1996), psychological commitment (Lahiry, 1994), loyalty to the organisation 
(Brewer, 1996) and unwillingness to leave the organisation (Greenberg and Baron, 1997). 
The behavioural attachment might be reflected in behavioural terms. The motive or the 
momentum behind behaviour may be used to distinguish between two components of 
attachment. When the behavioural attachment is due to the personal needs only without 
any interest in the organisation's needs, it is called continuance commitment (Meyer and 
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Allen, 1991) or calculative commitment (Elizur, 1996). But when the attachment is 
initiated from a feeling of obligation toward the organisation it might be reflected in a 
willingness to exert effort on behalf of the organisation and a strong desire to maintain 
membership in the organisation (Mowday et aL 1979); a feeling of obligation to stay with 
the organisation, i. e. normative commitment (Meyer and Allen, 1991); an intent to stay 
based on a sense of duty and responsibility (Brewer, 1996); and a willingness to invest 
effort, participate in decision-making and intemalise managerial values (O'Rcilly and 
Chatman, 1986). 
It could be argued, also, that employees might be attached or committed to a sub- 
unit or a small entity such as their group, task, group leader, and/or their supervisor, or they 
might be attached or committed to their organisation as a whole. The former is called work 
or occupational commitment (Brewer, 1996) or local commitment (Greenberg and Baron, 
1997), while the latter is called global commitment (Greenberg and Baron, 1997) or 
organisational commitment (Brewer, 1996). 
7.3. THE IMPORTANCE of ORGANISATIONAL COMMFrMENT: 
It seems that astute organisations may need to do their best to enhance the level of 
organisational commitment among their employees, because these organisations know that 
such organisational commitment may lead to a lot of positive work-related results or 
behaviours. In general, according to Storey (1995), organisational commitment may help 
the organisation win the hearts and minds of its employees. 
In addition, many organisations may try to enhance their employees' level of 
organisational commitment to avoid the consequences of low organisational commitment. 
Organisational commitment might affect several key aspects of work behaviour within the 
organisation. For example: 
1. Low levels of organisational commitment tend to be associated with high levels of 
absenteeism and voluntary turnover (Chang, 1999a; Leiter and Maslach, 1988; Bishop 
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and Scott, 1997; Iverson and Buttigieg, 1999; Greenberg and Baron, 1997; Somers, 
1995; cited in Greenberg and Baron, 1997). In most cases, it seems that more 
committed employees are less likely to look for new jobs than less committed 
employees. Chang (1999a) argued that commitment phenomena have been widely 
investigated for the reason that they affect individual attitudes and behaviours at the 
workplace. Among the behaviours that might be affected by commitment is the 
employees' turnover. Unlike other behaviours at workplaces, turnover may indicate a 
breach in the relationship between the employees and the organisation. This separation 
may incur a significant amount of costs to the organisation, and to the employees also. 
Costs of turnover may include opportunity costs, costs required for selection and 
retraining, and decreased level of moral of the remaining employees. These costs 
would become even more serious when the organisation loses valuable employees such 
as highly committed ones. According to Clugston (2000: 479) "researchers have 
established the relationship between multidimensional commitment and intent to 
leave". Mathieu and Zajac (1990) reported that both affective and continuance 
commitment have a negative impact on intent to leave. Hackett et al. (1994); Cohen 
(1993) and Meyer et al. (1993) have found that affective, continuance, and normative 
commitment have a negative impact on intent to leave in private sector organisations. 
Moreover, according to Desiler (1999), committed employees tend to have better 
attendance records and longer job tenure than less committed employees. In addition, 
Abu-Ragab (1999) also has found that there is a significant negative relationship 
between organisational commitment and the employee's intention to quit or withdraw 
from his/her organisation in the pharmaceutical industry in Egypt. 
2. Low levels of organisational commitment might be associated with the employees' 
unwillingness to share and make sacrifices (Deslier, 1999; Randall et al. 1990; cited in 
Greenberg and Baron, 1997). Employees who are uncommitted to their organisations 
may have little motivation to go out of their way to do any more than they absolutely 
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must on behalf of the organisation (Van Dyne et al. 1994). Employees may be outright 
selfish and try to get away with doing as little as possible. Committed employees, also, 
tend to work harder at their jobs and perform better than do those with a weak 
organisational commitment. 
3. Low levels of organisational commitment may have negative personal consequences. 
To the extent that work is an important part of employees' personal lives, it might 
make sense that feeling uncommitted to one's organisation would contribute to one's 
feelings of discontent with life in general (Greenberg and Baron, 1997). Cunningham et 
al. (1996) also argued that organisational commitment is assumed to encourage human 
development. 
4. Organisational commitment might encourage discretionary/unrestricted contributions 
that are organisationally related, but are neither explicitly required nor contractually 
rewarded by the organisation, yet nevertheless contribute to its effective functioning 
(Desiler, 1999). For example, it was concluded that having a membership that shares 
the organisation's goals and values can ensure that the employees act instinctively to 
benefit the organisation. Organisational commitment - both to the organisation, and to 
one's team - was positively related to willingness to help (Bishop and Scott, 1997). 
Desller (1999) added that organisational commitment may, also be positively 
associated with the employees' and organisation's ability to adapt to unforeseeable 
occurrences. Finally, committed employees may be more valuable employees than 
those with a weak organisational commitment. 
5. Organisational commitment and work stress might also be negatively correlated, which 
means that increasing the level of organisational commitment might reduce the level of 
work stress or in other words might help the individuals as well as the organisation to 
treat work-related stress in a better way so as to benefit from it and reduce its potential 
negative consequences to the minimum level possible. Leong et al. (1996) presented 
two competing perspectives regarding the potential relationship between organisational 
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commitment and work stress. The first perspective (Mathieu and Zajac, 1990; cited in 
Leong et al. 1996) posits that highly committed employees feel the effect of work 
stress more than those less committed. Highly committed employees may suffer more 
from organisational hardships because of their investment in, and identification with 
the organisation. In this case, highly committed employees may suffer more negative 
outcomes as a result. The second perspective (Kobasa, 1982; cited in Leong et al. 
1996) posits that organisational commitment protects employees from the negative 
effects of work stress because it enables them to attach direction and meaning to their 
work. According to Mowday et al. (1982), organisational commitment can provide 
employees with stability and feelings of belonging. Leiter and Maslach (1988) 
supported the second perspective when they argued that high burnout was related to 
diminished organisational commitment. 
6. High levels of organisational commitment might help the organisation reap the full 
reward of not only the hands of its employees but their minds also. Ulrich (1998), in his 
study entitled 'Intellectual capital = competence x commitment', argued that skilled 
employees who are committed to their organisational goals are an organisation's most 
important asset. He added, organisations with high competence but low organisational 
commitment have talented employees who can not get things done. On the other hand, 
organisations with high organisational commitment but low competence have less 
talented employees who get things done quickly. Both, added Ulrich (1998), are 
dangerous, as intellectual capital requires both competence and commitment. Because 
the equation multiplies rather than adds, a low score on either competence or 
commitment may significantly reduce overall intellectual capital. 
7. Organisational commitment might enhance the organisation's productivity. Evidence 
suggested that organisational commitment might have a positive impact on the 
organisation's productivity and its economic performance (Bishop and Scott, 1999; 
Leiter and Maslach, 1988; Cunningham et al. 1996). 
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8. Finally, as it is believed that the world of managerial work is changing rapidly (Worrall 
and Cooper, 1999), organisational commitment, especially affective and normative, 
might help both the organisation and its workforce to deal effectively with such a 
rapidly changing world, as organisational commitment might affect the employees' 
willingness to be more receptive of change (Iverson and Buttigieg, 1999; Iverson, 
1996; cited in Iverson and Buttigieg, 1999; Mathieu and Zajac, 1990; Hackett et al. 
1994; Meyer et al. 1993; Somers, 1995). 
In contrast, Meyer and Allen (1997) have presented some of the research findings 
indicating that employees' commitment to their organisation might not positively affect 
their behaviour at work. For example, in contrast to affective commitment, absenteeism 
does not seem to be significantly related to continuance and normative commitment 
(Gellatly, 1995; Hackett et al. 1994; Meyer et al. 1993; Somers, 1995). Moreover, some 
studies indicated that affective commitment and performance indicators are not related 
(Ganster and Dwyer, 1995; Williams and Anderson, 1991). Other studies have reported 
non-significant correlation(s) between continuance and normative commitment and various 
performance indicators (Angle and Lawson, 1994; Bycio et al. 1995; Moorman et al. 1993; 
Hackett et al. 1994). Continuance commitment and citizenship behaviour (which could be 
measured using such indicators as providing extra help to co-workers, volunteering for 
special work activities, being particularly considerate of co-workers and customers, being 
on time, and making suggestions when problems arise) were unrelated (Meyer et al. 1993), 
negatively related (Shore and Wayne, 1993), or weakly, but significantly related 
(Moorman et al. 1993). In addition, Reilly and Orsak (1991) indicated that no significant 
correlation was found between continuance commitment and stress-related variables, such 
as work stress, emotional exhaustion, and depersonalisation. 
Finally, as the world of work is rapidly changing, much greater emphasis is being 
placed on flexibility and efficiency; companies must be able to adapt to changing 
conditions and to cut costs in order to be competitive. Many strategies used to achieve 
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these objectives involve the loss of jobs (Meyer and Allen, 1997: 4). Consequently, 
employees are being advised not to become too attached to their employers, but instead to 
look out for themselves and to ensure that they remain employable in the event of a layoff 
(Hirsch, 1987; cited in Meyer and Allen, 1997: 4-5). It appears, as argued by Meyer and 
Allen (1997: 5), then, that neither employers nor employees are or should be committed 
anymore. 
In this research, the opinion of those who argue for the importance of 
organisational commitment for both the organisation and the employees has been adopted. 
In sum, organisational commitment seems important because when the employees are not 
committed to their organisation, this could result in both negative emotions toward the 
organisation as well as negative behaviour. Negative emotions might include the intention 
to leave or quit to another company, feeling unstable as a result of the intention to leave or 
quit, being selfish and doing as little as possible, and feeling less loyal to the organisation. 
These negative emotions might reflect upon the behaviour of employees, hence employees 
might be reluctant to devote the necessary time and effort to help their organisation achieve 
its goals. 
7.4. ENHANCING EMPLOYEE'S ORGANISATIONAL COMMITMENT: 
The importance of organisational commitment, discussed before (Section 7.3), 
leads to the question of how can organisations enhance their employees' level of 
organisational commitment? Different ways could be used to enhance the level of 
employees' organisational commitment. For example: 
1. Organisational commitment could be enhanced by helping the employees do what is 
I 
necessary to do in a simple or smart way. Ulrich (1998) called this 'reducing demands' 
on employees. Reducing or removing the unnecessary demands and streamlining, 
automating, and simplifying work may help employees feel committed to their 
organisation. Ulrich (1998) added that teamwork may also be used to help employees 
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do their work efficiently. Teams often turn individual efforts into successes. When 
faced with high demands, teams may be able to solve problems better than isolated 
individuals can. Create a sense of community. The sense of community - "one in 
which connection, belonging, participation in a whole, mingling of or combining the 
self and the group, and an equal opportunity to contribute and to bcnef it all are part" - 
may contribute to creating organisational commitment among the communities' 
members who developed a strong "we-feeling" that they were like a family (Desiler, 
1999). 
2. Helping the employees balance their work and life responsibilities may also enhance 
their level of organisational commitment (Ulrich, 1998; Laabs, 1998b; Stum, 1998 and 
Kirchmeyer, 1995). Regarding this issue, Kirchmeyer (1995) presented three types of 
organisational response to non-work activities. The first is called 'separation' that is 
characterised by employers' total lack of concern for their employees' non-work 
domains. The second type of response is called 'integration' in which case employers 
recognise the interaction between employees' work and non-work worlds and try to 
help these employees to function effectively in their multiple domains. The third and 
last type is called 'respect', which refers to the employers' recognition of and support 
for their employees' participation in their non-work domains. Kirchmeyer (1995) then 
argued that because integration and respect responses to non-work activities 
demonstrate an appreciation of employees' entire lives, they may help to generate 
employee's organisational commitment toward the employing organisation. Support 
for non-work activities may enhance organisational commitment by demonstrating that 
the organisation holds values important to employees; a key component of strong 
psychological attachment (Allen and Meyer, 1990). In addition, such support may 
enhance individual's personal competence, a factor also related to organisational 
commitment (Mathieu and Zajac, 1990; cited in Kirchmeycr, 1995). 
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3. Developing the employees' capabilities to help them feel that they are able to 
accomplish their work efficiently may enhance their level of organisational 
commitment (Ulrich, 1998; Stum, 1998; Sethi and Pinzon, 1998 and Desller, 1999). It 
seems that when employees know how to perform their work efficiently they may not 
feel stressed at work, and that could result in enhancing their level of organisational 
commitment. Desller (1999) argued that organisational commitment might be higher 
among employees who believe they are being treated as resources to be developed 
rather than commodities to buy and sell. Employees are committed to their organisation 
to the extent that they believe that their organisation is providing a long-term 
developmental employment opportunity. The net effect is that employees become 
committed to organisations that are committed to them - to their development, to their 
wellbeing, and to their desire to become the people they always hoped they could be. 
4. Clarify and communicate the organisation's mission, ideology, and strategy to help the 
employees work toward a clear direction (Deslier, 1999; Ulrich, 1998; Sturn, 1998; 
Kane, 1996; Garcia, 1997 and Wilf et al. 1999). When employees feel personally 
committed to a strategy or a vision they are more likely to work hard (Ulrich, 1998). In 
general, the two-way communication; from superior to subordinates and vice versa, 
may enhance organisational commitment between employers and employees (Kane, 
1996). It is necessary here to communicate the truth and to not deceive (Wilf et al. 
1999). In addition, Harkins (1998) argued that 'confidence factor' may be one of the 
factors that may help the organisations retain its employees. Harkins (1998) added that 
when employees work toward a clear strategy, most probably, they do not lose 
confidence and hope, hence, they may not think of leaving their organisation. 
5. Allow the employees some degree of participation in decision-making, flexibility, and 
autonomy to show trust in them (Wilf et al. 1999; Ulrich, 1998 and Garcia, 1997). 
Ulrich (1998) added that organisations can have employees participate in decisions that 
affect them by sharing the context and rationale for the decisions, as this may help 
135 
them have an increased sense of control and organisational commitment. Harkins 
(1998) added that employees may need to believe they are being heard, hence, listening 
factor may be, according to Harkins (1998), one of the factors that may help the 
organisations retain its employees. Employees' participation in decision-making may 
help the employees feel that their organisation trusts them. According to Harkins 
(1998), trust is another factor that may help the organisations retain its employees, i. e. 
to enhance their level of organisational commitment. 
6. If the employees feel that their organisation will retain them if they work hard and 
produce well, this may help enhance their organisational commitment (Wilf el al. 
1999). This could be called performance-based retention (Wilf et al. 1999). 
7. Provide recognition and praise when good work is being done (Wilf et al. 1999; and 
Sethi and Pinzon, 1998). According to Harkins (1998), the emotional factor, in terms of 
providing recognition, reward and development, may be one of the factors that may 
help the organisations retain its employees. 
8. Align the interests of the employees with those of the organisation (Greenberg and 
Baron, 1997 and Cunningham et al. 1996). Greenberg and Baron (1997) argued that 
employees will remain committed to working in organisations when those 
organisations and employees have the same interests in mind - that is, when what 
benefits one party also benefits the other. Cunningham et al. (1996) added that 
organisational commitment might be gained and enhanced by promoting mutuality in 
goals, rewards, responsibility, and respect. In addition, Harkins (1998) argued that 
employees who dedicate themselves to their organisations may need to feel that they fit 
- that their values and principles match those of the organisations. 
9. Help the employees work in a fearless organisational culture (Stum, 1998), or as stated 
by Sethi and Pinzon (1998) relax the work culture or environment. 
10. Guarantee organisational justice and have comprehensive grievance procedures 
(Deslier, 1999). Treating employees fairly may enhance their level of organisational 
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commitment. 
11. Job satisfaction may be one of the ways or tools that could be used to enhance 
organisational commitment (Stum, 1998; Vandenberg and Lance, 1992 and Mowday et 
al. 1982). As satisfied employees are more likely to be committed to their 
organisations. 
In sum, according to Deslier (1999), organisational commitment may be enhanced 
if the organisations commit themselves to 'People-first values'. The organisational 
commitment processes all may rest on one foundation, and that is the employer's 
commitment to values that put people first. Treating employees as important and respected 
individuals may contribute to enhance their organisational commitment. The extent to 
which employees are made to feel that they are making important contributions to the 
organisation is a central theme to win and maximise their level of organisational 
commitment. 
It could be concluded from the previous discussion that to enhance the employees' 
level of organisational commitment it seems important to treat them as a valued asset to be 
realised and developed rather than as a cost to be controlled, i. e. to adopt the soft version of 
human resource management and to pay enough attention to their quality of work life 
criteria in general. This might mean: 
" Recognising each employee's unique ability and capabilities and helping him or her 
to do whatever he or she could do effectively; 
" Helping the employees feel that they are the organisation's most important 
competitive advantage and they can make a difference. This could be done through 
keeping the employees' level of knowledge and experience expanding or 
developing on a regular and continuous basis; 
" Helping the employees feel that their personal goals and the goals of their 
organisation are not mutually exclusive, i. e. the achievement of one of their 
company's goals could hinder the achievement of their personal goals, but they are 
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complementary, i. e. the achievement of their company's goals could help in 
achieving their personal goals; 
Helping the employees balance their work and life responsibilities; and 
Providing employees with a fearless working culture or environment. 
7.5. SUMMARY: 
Astute organisations may exert some efforts to win and enhance the level of 
organisational commitment between their employees, so that other outcomes can ensue. In 
this'chapter, the potential relationship between QWL, job satisfaction and organisational 
commitment has been discussed. Job satisfaction is perceived as an antecedent to 
organisational commitment and, on the other hand, job satisfaction has been advanced as 
the sole outcome criterion of a high QWL, hence, QWL might affect organisational 
commitment through affecting job satisfaction. 
Organisational commitment may be defined as 'a psychological state that (a) 
characterises the employee's relationship with the organisation, and (b) has implications 
for the decision to continue membership with the organisation' (Meyer and Allen, 1991). 
Organisational commitment is a mixture of three components: affective, continuance and 
normative. Employees with strong affective commitment remain with the organisation 
because they want to, those with strong continuance commitment remain with the 
organisation because they need to, and those with strong normative commitment remain 
with the organisation because they feel they ought to do so. Moreover, employees might 
commit themselves to the whole organisation (organisational or global commitment), or 
they might commit themselves to a sub-unit or a small entity within their organisation, 
such as their group, work/task, group leader and/or supervisor (occupational or local 
commitment). 
Organisational commitment seems important as it might help the organisation win 
its employees' hearts and minds, which in turn might positively reflect upon the 
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organisation's performance and productivity. Organisational commitment may also be 
important as it is perceived that committed employees may be less likely to withdraw 
physically or psychologically from their organisation. As far as the employees are 
concerned, feeling committed to one's organisation might contribute to one's feelings of 
discontent with life in general (Greenberg and Baron, 1997; Cunningham et aL 1996). 
Finally, enhancing the organisational commitment between employees has been 
discussed. Different ways could be used to enhance the employees' level of organisational 
commitment. In short, organisational commitment could be enhanced if the organisations 
commit themselves to people-first values. 
In contrast, some authors argue that in the new marketplace, as companies must be 
able to adapt to changing conditions and to cut costs in order to be competitive, neither 
employers nor employees are or should be committed anymore, but instead both are 
advised to look out for themselves. In addition, other studies found no relationship between 
job satisfaction and organisational commitment (Curry et A 1986). While, other studies 
found a negative influence of job satisfaction on continuance commitment (Konovsky and 
Cropanzano, 1991; and Withey, 1988; cited in Clugston, 2000). Moreover, Vandenberg 
and Lance (1992) found that organisational commitment causes job satisfaction, and not 
the reverse as indicated in most of the earlier studies. 
In this chapter the opinion of those who argue for the importance of organisational 
commitment and its potential relationship to the employees' QWL and job satisfaction has 
been adopted. 
In the following chapter, the potential relationship between QWL and the 
ownership form of the company will be discussed. A comparison is made between Arab 
and Western cultures to clarify the potential differences and similarities and its possible 
reflection upon human resource policies and practices within organisations. In addition, 
Islam and Islamic Work Ethics (IWE), as one of the main influences upon Arab 
management, will be highlighted. The issue of managing people in multinational 
139 
companies is going to be raised. Finally, a discussion of the pharmaceutical industry in 
Egypt (the industry under investigation in this research) is going to be presented. 
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CHAPTER EIGHT 
QWL AND NATIONAL CONTEXTS 
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8.1. OWL and OWNERSHIP FORM: 
Different organisations might have different management styles and different views 
of its workforce. Based on its perception of its workforce, each organisation tends to treat 
its employees according to its philosophy regarding the human resource. 
Mullins' definition of QWL as a philosophy may clarify the possible influence that 
management of any organisation, especially top management, could play in introducing, 
maintaining and improving its employees' QWL. Defining QWL as a philosophy means 
that the statement 'employees are the greatest asset of the organisation' is not a word or a 
statement to be said only, but it is a practical statement to be applied. To put this statement 
&employees are the greatest asset of the organisation' into practice may mean providing 
employees with a good QWL. However, not all organisations accept and adopt the 
philosophy that views people as "assets" to be "realised" and developed and capable of 
contributing knowledge, skills, experience, and commitment, rather than as "costs" that are 
merely extensions of production and which have to be controlled. Adopting such a 
philosophy (QWL Philosophy) may depend upon many factors; one of these factors may 
be the ownership form of the organisation. Different forms of ownership may entail/imply 
different views of HRM, especially when a comparison is made among public, private and 
multinational organisations that operate in a single country. There is evidence to suggest 
that there is a difference between public and private companies with respect to items such 
as managers' and employees' perceptions of their organisation as a place to work and job 
satisfaction (Worrall et al. 2000; Worrall and Cooper, 1999; Worrall and Cooper, 1998; 
Worrall and Cooper, 1997; Bogg and Cooper, 1995). 
8.2. OWL and CULTURE: 
In addition, different countries have different cultures, both on the national and 
organisational levels. This difference may be noticed when a comparison is made between 
one or more countries from the Third World Countries and one or more countries from the 
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advanced or developed countries. Some Third World Countries face very specific problems 
that cannot be compared with those of the advanced countries. Such differences and 
problems may affect human resource management, in general, and QWL criteria, in 
particular. As argued by Towers (1996), although HRM is a universal phenomenon and 
there is some commonality of application of strategies and techniques in many countries 
and particularly those with multinational organisations, an adequate understanding of the 
nature and purpose of HRM requires an in-depth analysis of the way in which 
organisations are managed in society. Towers (1996) added, at the most basic level it 
requires us to articulate more specifically the changes that are taking place in the society in 
which we live and to have some vision of the aspirations of that society as reflected in the 
ordering of the structures and processes of employment relations. In addition, Ilofstede 
(1980) and Laurent (1986) added that there are as many different approaches to 
management as there are national cultures. Moreover, Aldemir (1986) argued that all QWL 
programmes must take into consideration the societal differences. This naturally brings in 
the question of the applicability of Anglo-American organisation, behavioural and 
management theories and techniques to other parts of the world. 
The various definitions of culture may help in clarifying its importance and its 
possible impact on the employees' QWL. One definition of an organisational culture is the 
collective programming of the mind which distinguishes the members of one organisation 
from another (Hofstede, 1998). Moreover, Harrison and Stokes (1992), also, defined 
organisational culture as the pattern of beliefs, values, rituals, myths, and sentiments shared 
by the members of an organisation. Hodge and Anthony (1988), added that culture is a mix 
of values, beliefs, assumptions, meanings, and expectations that members of a particular 
organisation, group, or subgroup hold in common and that they use as behaviour and 
problem solving guides. In addition, Schlesinger (1982) defined the organisational culture 
as those organisationally relevant norms and values shared by most employees. Moreover, 
Lahiry (1994) presented some more definitions of organisational culture. For example: 
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culture represents the values, beliefs, and expectations shared by its members. Culture 
exerts pressure on its members to conform to shared codes. Culture shapes people's 
behaviours. Schein (1985) defined culture as a cognitive framework consisting of attitudes, 
values, behavioural norms, and expectations shared by organisation members. Once 
established, the organisation culture tends to be relatively stable and exerts a strong impact 
on the organisation and its members. Moreover, Werther and Davis (1996) defined the 
organisational culture as the product of all the organisation's features, such as its people, 
objectives, technology, size, age, unions, policies, successes, and failures. It is the 
organisation's personality. 
It could be concluded that all previous definitions of culture, and many others, have 
a general theme in common. This common theme is that members of the organisation or 
the society, in general, have a common perception of their basic values, beliefs, 
behaviours, understandings, and meanings that guide their behaviour. The key concept in 
culture is sharing, for without shared values, beliefs, goals, norms, and so on, there would 
be no group culture. This sharing and common conception is what makes the impact of 
culture on organisational behaviour so powerful and so pervasive. It is also what makes 
Williams et al. (1989) argued that culture pervades the decision-making and problem 
solving processes of the organisation. It influences the goals, means and manner of action. 
It is a source of motivation and de-motivation, of satisfaction and dissatisfaction. Thus, 
according to Aldemir (1986), culture is not an individualistic characteristic but rather 
denotes a set of common theories of behaviour or mental programmes that are shared by a 
group of individuals. Culture in this sense is an attitude of groups. In short, culture 
underlies much of the human activity in an organisation. The organisation culture can 
strongly affect everything from the way employees dress and the amount of time allowed 
to elapse before meetings begin, to the speed with which employees are promoted 
(Greenberg and Baron, 1997). 
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After surveying 160,000 IBM employees in over 60 countries, 11ofstede (1980) 
found that national culture was a much more important determinant of work attitudes and 
behaviour than other variables, such as one's organisational position or personal 
characteristics. Differences in national cultures may be clearly noticed when a comparison 
is made between national organisations (both public and private) and multinational 
organisations, especially in one or more of the developing countries as in Egypt, for 
example. EI-Khateb (1995) argued that the introduction of multinational companies in the 
Egyptian market has had a positive effect on the personnel systems, as those companies 
adopt more advanced or more developed personnel systems to help them attract and retain 
the qualified workforce that is required for their effective operations. Atiyyah (2000) 
added that multinational companies in the Egyptian market help in providing some job 
opportunities to the Egyptian workforce. At the same time these companies always offer 
good compensation packages and they care about their employees in tcn-ns of providing 
them with a good working environment and continuously developing their capabilities to 
be able to compete internationally. 
8.3. CULTURE and HUMAN RESOURCE MANAGEMENT: 
Differences in national cultures may justify the difference that could be found 
between the management styles in domestic or national and multinational companies in 
Egypt. In comparing between Arab and Western culture and its potential impact on 
management practices and policies, Hickson and Pugh (1995), in their comprehensive 
study on the impact of societal culture on organisations around the world, argued that 
Arab culture has certain distinctive features that dominate managerial thinking and 
behaviour. Most of those features were derived from a case study for Jordan conducted by 
M-Faleh (1987; cited in Hickson and Pugh, 1995). The features of interest here are those 
that seem to have some rcflcction on the human resource management in Arab 
organisations. Among those features are: 
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1. Within Arab organisations, status, position and seniority significantly outweigh ability 
and performance in importance. 
2. Arab organisations are centrally controlled with a low level of delegation, i. e. the 
power to decide is centralised and rarely delegated. The opportunities for lower-level 
managers to bear responsibilities and initiative can be restricted. So too can the 
opportunities for those at the top to appreciate what is happening below. And in as 
much as both those below and those above have a personalised concept of power, 
failures are blamed on the head of the organisation personally and the solution is seen 
in his removal as much as in an analysis of what is wrong. 
3. Subordinates in Arab organisations act with deference and obedience in the formal 
hierarchy of authority. 
4. Authoritarian management style is predominant in Arab organisations. 
5. Decision-making is constantly pushed upwards in the organisation. 
6. The decision-making process is influenced by the prevalence of paternalistic and 
familial patterns. There is an absence of Westem-style democratic systems. 
7. Organisation members are motivated by affiliation and power needs rather than by 
perfon-nance objectives. 
8. Social formalities are extremely important. 
9. Innovation and risk-taking are activities that seem to be more often punished than 
rewarded. 
10. A low-trust atmosphere and political gamesmanship characterise Arab organisations, 
together with closed information systems and low levels of disclosure to organisation 
members. 
11. Constant change and high levels of uncertainty at work. 
12. There is little opposition and resistance from subordinates. 
13. There is a strong preference for a person-oricnted approach rather than a task-ofiented 
approach in managerial activities. 
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14. In group affiliation and group interaction, kinship ties are important. 
15. Nepotism is regarded as natural and acceptable. Arab managers view their 
organisations as family units and often assume a paternal role in them. They value 
loyalty over efficiency. 
16. There is a strong adherence to the open-door tradition. It is an integral part of the 
'underwritten' or 'informal' organisational structure. 
17. Punctuality and time constraints are of much less concern than in Western cultures. 
18. Managers rely upon family and friendship ties for getting things done within an 
organisation and in society in general. 
EI-Selmy (1997) added that human resource management in Arab organisations has 
the following distinctive features: 
1. Human resource management is almost isolated from other strategic functions and it is 
not considered as an important function compared with other functions as the 
production and finance functions. 
2. The position of the human resource management department on the organisational 
hierarchy is low, and that may reflect its importance from the point of view of the top 
management of Arab organisations. 
3. Human resource systems are restricted to the legislative and contractual parts only. 
4. Human resource management stresses the procedures and ignores the development and 
planning. 
5. The lack of unified human resource systems that could help to harmonise the efforts 
and activities to maximise its output. For example, training needs assessment and 
selection and recruitment procedures do not make use of the performance appraisal 
reports to know what is required precisely. 
6. Most human resource management departments lack the strategic view, hcnce they are 
primarily interested in managing the day-to-day operations. 
7. Most Arab organisations lack the base upon which they could manage their human 
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resources in an appropriate way. Such base may include: well designed organisational 
charts, well designed job description forms, job evaluation and performance appraisal 
systems, adequate and fair compensation systems, and well-planncd and clear human 
resource policies. 
8. Performance appraisal systems depend mostly on subjective judgements. 
As far as the Egyptian culture is concerned, Hickson and Pugh (1995) argued that 
there is no evidence that the Egyptian approach to management differs markedly from that 
in the other Arab societies. For example, in managing relationships, the personal touch is 
valued. It is crucial to have good relationships with equals and superiors on the job, partly 
for the satisfaction this brings of itself and partly because links inside and outside work can 
be vital to survival and success. Job responsibilities arc less precisely defined than in 
organisations in the more clearly structured of Western societies, and this implicit 
discretion facilitates the exercise of authority in a personal manner. It leaves the way open 
to the pursuit of personal aims rather than abstract organisational goals. In a State-owned 
industry (Public Industry), incentives arc lacking. Pay is low, especially so in public 
administration, and earnings follow seniority rather than pcrfon-nance. Managers have 
neither the rewards nor the sanctions (or the authority) with which to spur (or encourage) 
worker productivity. In public administration, central to a State-led system, low pay results 
in most officials having second jobs. This reduces their energy and commitment for their 
primary employment, in which they are also distracted by responsibilities owed to family 
and friends. Government service is seen as security rather than opportunity. Egyptian 
managers, in a high power distance culture (11ofstede, 1980), are unlikely to find it easy to 
delegate authority, or to be flexible in executing decisions or to respond well to criticism. 
El-Selmy (1991) added that the major problems of the Egyptian public sector are: the 
shortage in resources and facilities, the underdevelopment of management approaches and 
techniques, the underdevelopment of decision-making techniques and the unfair or 
inappropriate performance appraisal criteria, both for managers and non-managers. 
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The above research findings seem compatible with research findings on the 
national culture and how it might affect the business organisation (11ofstcde, 1991; cited in 
Hoecklin, 1995: 28-38). Hofstede (1980) identified four dimensions of work-related value 
differences. These four dimensions are: 
1. Power distance. It refers to the extent to which employees accept that their boss has 
more power than they have and the extent to which they accept that their boss's 
opinions and decisions are correct simply because he or she is the boss. In large power 
distance organisational settings superiors and subordinates consider each other as 
unequal; the hierarchical system is felt to be based on some existing inequality. Those 
organisations centralise power more and subordinates expect to be told what to do. 
Superiors are entitled to privileges in high power distance cultures. There are more 
visible signs of status, and contacts between superiors and subordinates are supposed to 
be initiated only by superiors. Arab countries recorded high scores on the power 
distance dimension. No delegation of authority, high centralisation of power, and 'the 
boss is always right because he or she is the boss' is the dominant belief among both 
managers and employees. Employees often avoid expressing their true opinions and 
managers or superiors often avoid accepting others' opinions as correct because others 
may consider this a weak point in their superiors, hence they may lose a lot of their 
prestige and status. In such cultures, it is not expected to find real participation in the 
decision-making process, as both parties often avoid such exchange of opinions and 
ideas. Managers make the decisions autocratically as well as paternalistically. A low 
power distance organisational setting is one where employees do not accept that their 
boss has more power and is right only when he or she knows the best way to do 
something and knows the correct answers. 
2. Uncertainty avoidance. This dimension measures the extent to which people in a 
society feel threatened by and try to avoid ambiguous situations. People in a culture 
exhibiting a high uncertainty avoidance score try to avoid uncertainty through 
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establishing formal rules, rejecting deviant ideas and behaviour, and accepting the 
possibility of absolute truths and the attainment of unchallengeable expertise. Arab 
countries, including Egypt, record high on this dimension also. People in high 
uncertainty avoidance cultures worry more about the future, show more emotional 
resistance to change, they tend to stay with the same employer and see loyalty to the 
employer as a virtue. In addition, managers in these cultures are selected based on 
seniority, hence managers must be expert in the field they manage. People are risk- 
avoiders as they worry about the future, hence employees' initiatives are often kept 
under control, they try to avoid any conflict in the organisation, and rules should not be 
broken. 
3. Individualism versus Collectivism. Individualism is a concern for oneself, but on the 
contrary, collectivism is a concern for the priorities and rules of the group to which he 
or she belongs. Arab countries, including Egypt, report a low score on this dimension, 
they are collectivist. The low individualism cultures have the following features: 
" Involvement of individuals with organisations primarily moral. 
" Employees expect their organisations to look after them like family - and can 
become very alienated or unstable if the organisation dissatisfies them. 
Organisation has great influence on members' wellbeing. 
Employees expect their organisation to defend their interests. 
Promotion is from inside and is based on seniority. 
Less concern with fashion in management ideas. 
Policies and practices vary according to relations. 
" Belief in group decisions. 
" Emphasis on belonging to organisation; membership ideal. 
" Organisations and clans/groups to which the individuals bclong invade private life; 
opinions are predetermined. 
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4. Masculinity versus Femininity. This dimension refers to the extent of emphasis on 
work goals and assertiveness, as opposed to personal goals and nurturance. This 
dimension refers also to the degree of separation or overlap between gender roles in 
society (Leat, 1998). The first set of values is thought to be associated with males 
(masculinity) while the second set of values is thought to be associated with females 
(femininity). Arab countries, including Egypt, score highly on the masculinity 
dimension. They have the following features: 
9 Some occupations are typically male, others are typically female. 
9 Belief in inequality of the sexes. Males and females are not the same, and their 
physical and mental abilities are not the same. 
9 Young men expect to make a career; those who do not see themselves as failures. 
* Organisational interests are a legitimate reason for interfering with people's private 
lives. 
9 Fewer women in more qualified and better-paidjobs. 
o Higherjob stress. 
e More industrial conflict. 
* Appeal/request of job restructuring permitting individual achievement. 
From the previous discussion, it is likely that employees who work in the Egyptian 
culture may lack many of the features of a good quality of work life (as defined and 
examined in earlier chapters). For example: 
0 They may lack the adequate and fair compensation that is necessary for them to be 
able to avoid searching for or having a second job. 
0 They may lack the equal opportunity for promotion, as there is a high degree of 
nepotism in the Egyptian companies. 
* They may lack the minimum level of participation in decision-making, as a result of 
the predominance of the authoritarian management style in Egyptian organisations. 
Egyptian managers are unlikely to find it easy to delegate authority, or to be flexible 
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in executing decisions or to respond well to criticisms. 
They may lack the working environment in which they could express their views 
and contribute to the overall outcome of their organisations as they work in a low- 
trust atmosphere in which innovation and risk-taking are activities that seem to be 
more often punished than rewarded. 
They may lack the objective basis according to which they should be treated fairly. 
This may be a result of the reliance upon family and friendship ties for getting 
things done within an organisation and in society in general and the importance of 
kinship ties may lead to low morale and low levels of satisfaction and commitment 
among Egyptian employees in such organisations. And it most probably leads to the 
unfair and unequal treatment of all employees in terms of pays and incentives, 
promotion, fringe benefits, etc. 
They may always work under stress, as work responsibilities are less precisely 
defined. Role ambiguity may exist when work responsibilities are less precisely 
defined and that may lead to the existence of some kind of stress at work and its 
potential related negative consequences. 
Although the Egyptian national culture may influence upon the management 
approach in both the public and private companies, its effect may be most prevalent in the 
public sector (Hickson and Pugh, 1995). 
Individual businessmen who own and manage private companies, in Egypt, may be 
keen enough to apply somehow more advanced management practices and techniques than 
those found in the public sector companies (Abu-Ismail, 1993: 21). Businessmen may be 
more interested, than public companies' managers, in maximising their return on the 
investment they have made in their organisations. Unlike the public sector companies, 
businessmen know that the government is not willing to help them if they fail, so they 
depend on themselves to operate their businesses successfully. They recognise that they 
face a severe competition from other companies, especially the forcign-owned companies, 
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so they seem to be more interested in providing quality goods and services to be able to 
compete and survive in the new open market. They know, in short, that the big challenge 
they face is how to make efficient and effective use of the resources they have, especially 
the human resource, to achieve their ultimate goals (Wahby, 1992: 12). To avoid a lot of 
problems that face the public sector companies, businessmen may do their best to adopt 
management practices and policies that can help them attract the required qualified 
employees and assign them the appropriate tasks and responsibilities. They need to 
develop the capabilities of their employees from time to time to sustain their productivity. 
And, finally, businessmen may need to apply more developed human resource practices 
and techniques to help them benefit from their employees' hands and minds and retain the 
core qualified ones (Wahby, 1992: 13). Because private employers seem to be more 
interested in making the efficient use of the hands and minds of their employees, and at the 
same time they seem to be keen enough to attract and retain the qualified workforce, they 
may do their best to improve their employees' quality of work life to increase their level of 
job satisfaction and their commitment toward their companies. This may mean, the private 
sector employees may be compensated more fairly than those in the public sector. 
Nepotism may also exist in the private sector, as a part of the Egyptian culture in general, 
but to a lesser extent with comparison to the public companies as private employers may 
be more interested in treating their workforce equally to avoid losing any of the core 
qualified employees. Moreover, although the authoritarian style of management may also 
exist in the private companies in Egypt, it seems that to make the efficient use of their 
employees' hands and minds, private employers may be more interested in collecting as 
much information as they could from their employees and help them express their thoughts 
and ideas, to some extent, to form a good base for decision makers. 
In addition, Islamic religion has been recognised as one of the four main influences 
upon Arab management in general (Ali, 1996; Hickson and Pugh, 1995; Ali, 1986-1987; 
cited in Yousef, 2001: 153). Islamic religion is an influential force in the Arab world, 
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according to Ali (1996: 4-5), because: 
" Arab society is still traditional in the sense that commitments to honour, honesty, 
respect for parents and older persons, loyalty to one's primary group, hospitality and 
generosity/kindness are held deeply by a majority of the population. 
" Islam was found in Arabia. Arabs were the carriers of the Islamic message. Thus, they 
believe that they are blessed by God (Allah). 
" The family and other social institutions still command the respect of almost all 
individuals regardless of their social backgrounds. These institutions utilise Islam to 
sustain their endurance and influence. 
" Arabic is the language of the Muslims' Holy Book (The Quran) and Arab people 
recite/listen to quranic verses more than once a day. 
" Islam is a comprehensive religion that regulates not only the ascetic but also the 
worldly tendencies. Almost all social, political, and military preccpts/princi pies arc 
covered in the Quran along with the piety/faithfuincss of the soul and moral aspects of 
individual behaviour. 
Quranic principles and prophets' prescriptions serve as a guide for most of the 
Muslims in conducting their business and family affairs (Ali, 1996). 
In Egypt, although there are some Christian Egyptians, they are minority, and it 
continues today overwhelmingly Muslims. On the contrary to what Hickson and Pugh 
(1995: 192) have mentioned in their book entitled 'Management Worldwide: The Impact 
of Societal Culture on Organisations around the Globc', Egypt is not a secular country, it is 
one of the biggest Islamic countries and it is clearly mentioned in its Rule or Regulation 
that the Quran (The Muslims' Holy Book) and the Sonah (which means all the Muslims' 
Prophet Mohammad has said, done, or accepted) are the foundation of all the Egyptian 
constitutions (or National Rules and Regulations). Islamic Work Ethics, in which most of 
the Egyptian employees believe, may have a potential impact upon the way in which 
Muslim employees perceive their work content and their work environment. Work ethics 
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reflect the individual's attitudes towards various aspects of work, including preference for 
activity and involvement, attitudes toward monetary and non-monetary rewards, and the 
desire for upward career mobility (Cherrington, 1980; cited in Yousef, 2001: 152). Work 
ethics induce employees to be highly involved in their jobs (Randall and Cote, 1991; 
Fodor, 1990; cited in Yousef, 2001: 152). Moreover, the concept of the Islamic Work 
Ethics (IWE) has its origin in the Holy Quran, the sayings and practices of Prophet 
Mohammad. Prophet Mohammad preached that hard work caused sins to be absolved and 
that "no one eats better food than that which he eats out of his work". Hard work, 
according to the Islamic work ethics, is seen as a virtue, and those who work hard are more 
likely to get ahead in their life (Yousef, 2001: 153). 
The Holy Quran and the Sonah often speak about honesty and justice, not only in 
trade, but also in every aspect of the Muslim's life. They call for an equitable and fair 
distribution of wealth in the society, in general, (Yousef, 2001) and in the society's 
organisations, in particular. Moreover, maltreatment of employees is regarded in Islam as 
sinful rather than only a bad practice (Hickson and Pugh, 1995). 
The Holy Quran and the Sonah also encourage Muslims to acquire skills and 
technology, and they highly praise those who strive to earn a living. Islamic work ethics 
are against laziness and waste of time by either remaining idle or engaging oneself in 
unproductive activity. Islamic work ethics view dedication to work as a virtue, and it also 
emphasises that sufficient effort should go into one's work, which is seen as obligatory for 
a capable individual (Yousef, 2001). 
Islamic work ethics emphasise co-operation in work, and consultation is seen as a 
way of overcoming obstacles and avoiding mistakes (Youscf, 2001: 153). 
In addition, Islamic work ethics consider work as a sourcc of independence and a 
means of fostering personal growth, self-respect, satisfaction and self-fulfilment. Islamic 
work ethics stress creative work as a source of happiness and accomplishment. Social 
relations at work are encouraged in order to meet one's needs and establish equilibrium in 
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one's individual and social life (Yousef, 2001: 153). 
Finally, Islamic work ethics emphasise more on intention than on results. It also 
stresses social aspects in the workplace and duties toward society (Yousef, 2001: 154). 
Turning to the Western culture in general, and the English culture, in particular, it 
seems that Western cultures may be completely different from Arab culture. For example, 
Hickson and Pugh (1995) argued that English management manages with lower formality 
compared with the American management. English management has less formal 
documentation and fewer kinds of instructions, job descriptions, manuals of procedures, 
and schedules that tell employees what to do or which are a point of reference if they 
disagree about what to do. They depend on the implicit mutual understanding; i. e. English 
management is less bureaucratised. English employees prefer work that allows them 
autonomy and scope to learn. Bosses do not take personal responsibility for helping with 
problems in their subordinates' private lives, and that means informal relationships, 
although they do exist, may not have any negative impact on the work environment. When 
faced with a problem, the English tend to turn to a committee, usually a continuing or 
standing one, such as a monthly executive meeting, a financial sub-committee, or a 
technical advisory group; but also committees set up for a specific purpose, such as special 
planning groups or design working parties. This diffuses control and responsibility. In such 
a decentralised system, added Hickson and Pugh (1995), the competitive conflict to be 
expected in an assertive English culture is restrained by a willingness to listcn to others and 
a sense of 'fair play'. This may mean that a satisfactory level of participation in decision- 
making is found in the English workplaces. Those in authority are approachable and their 
subordinates are more willing to risk questioning what they are told or what the rules say 
than they might be if they were within a different culture. It is easier for managers to 
delegate and decentralise than it might be elsewhere. Those in authority see themselves as 
undertaking responsibilities as much as exercising authority. Trust extends more readily 
beyond friends and family. In such a working environment, employees arc more likely to 
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contribute their ideas and thoughts to their organisations as their bosses are open to discuss 
those ideas and thoughts. 
In sum, the previous comparison between Arab culture in general and the Egyptian 
culture in particular and the English culture and its reflection on the human resource 
management practices and procedures may support the argument that the ownership form 
of the organisation may affect the practices and procedures of human resource 
management. Hence, it seems that there is a significant relationship between the 
employees' perceptions of their quality of work life and the ownership form of the 
company. 
8.4. MANAGING PEOPLE in MULTINATIONAL COMPANIES: 
The multinational company (MNQ is one type of international business 
enterprises. It could be defined as "an internationally integrated production system over 
which equity based control (i. e. the parent owns a large share of the foreign operations) is 
exercised by a parent corporation that is owned and managed essentially by the nationals of 
the country in which it is situated" (Robinson, 1984; cited in Dessler, 1997: 672). That may 
mean multinational companies are those organisations that have significant operations 
spread throughout a number of different countries but may be headquartered in a single 
country. They are greatly responsible for direct investment in foreign countries. Dessler 
(1997) added that it could be inferred from Robinson's definition that MNC operates 
manufacturing and marketing facilities in several countries; these operations are co- 
ordinated by a parent company, whose owners are mostly based in the parent company's 
home country. Moreover, Greenberg and Baron (1997) argued that multinational 
companies generally have very large proportions of their total assets invested in foreign 
countries and this applies as well to the distribution of human resources within 
multinational companies. Multinational companies have a number of choices when they 
are facing the issues of managing different cultures and managing cultural diversity (Leat, 
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1998). Perlmutter (1969; cited in Leat, 1998: 53) distinguished four possible choices or 
approaches available to multinational companies to tackle the issue of managing cultural 
diversity and managing different cultures. These approaches are: 
" The ethnocentric approach. According to this approach, the culture of the home 
country is allowed to determine the organisational culture and no account is taken of 
local cultures and characteristics. This will facilitate communications between the 
headquarters and the foreign operations. 
" The polycentric approach. Here the culture of the host country is taken into account. 
The multinational companies are likely to try and staff and manage from the host 
country. This can cause communication problems between the headquarter and the 
foreign operations. 
" The regiocgntric approach. The multinational company seeks to organise and 
manage on a regional basis and will seek to appoint or develop staff from within the 
region to manage and staff operations in that region. 
" The geocentric approach. This is very much like the regiocentric approach, but on a 
global scale. Operations may be staffed and managed by the best people available, 
irrespective of their country or region of origin. 
Leat (1998: 53) added that within Europe, the Price Waterhouse Cranfield studies have 
established that multinational companies attitudes and approaches to the management of 
human resources and employee relations have so far been primarily polycentric, 
implying that they work with and within the relevant national regulatory systems and 
traditions. 
In Arab countries, Hemad (1994) argued that multinational companies' attitudes 
and approaches to the management of human resources and employee relations have so 
far been primarily ethnocentric. This may be as a result of their view that the 
management practices and systems used in Arab countries are less advanced and not 
mature enough compared with those applied in the developed countries to help 
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multinational companies compete globally. 
According to Harzing and Ruysseveldt (1995), human resources are crucial for 
multinational companies. Prasad and Shetty (1976; cited in Harzing and Ruysseveldt, 
1995) added that while multinational companies may have considerable resources in terms 
of production and technology, these will be under-utilised if they lack the human resources 
to realise their potential. This is what makes many leading multinational companies rely on 
formal company schools or programmes to improve the technical and managerial skills of 
local talent. Multinational companies, added Harzing and Ruysseveldt (1995), should bring 
their high-potential recruits to their head offices to give them experience of real operating 
situations in established markets. Beside acquiring better technical and business skills, 
participants will gain a deeper understanding of the company's culture and develop a 
network of relationships they can put to good use in their jobs (Hsieh et al. 1999). That 
may mean, as multinational companies invest in improving the technical and managerial 
skills of local talents they may often be interested in developing ways to retain those 
talented employees. To keep the scarce talents, multinational companies may need to 
develop attractive value propositions that include establishing brand recognition and 
reputations as great places to work. Well-defined career paths and growth opportunities are 
of fundamental importance: multinational companies may need to make it clear that top 
local recruits can progress to senior management (Hsieh et al. 1999). Darling and Box 
(1999) found that having committed employees and the organisational flexibility they 
facilitate is one of the keys for success in the leadership of multinational corporations. 
They added, in reality, it turns out that neither superior care of customers (the first key to 
the success of multinational companies' leaders) nor the product and process improvement 
(the second key to the success of multinational companies' leaders) are built upon 
managerial genius, unusual operational techniques or mystical/supernatural strategic 
moves or counter-moves in the marketplace. Both are developed by committed employees, 
and committed employees evolve from a solid foundation of listening, trust, and respect for 
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the dignity and the creative potential of each person in the organisation. This foundation 
facilitates the establishment of "a winning team" committed to achieving the company's 
goals. Such a group becomes a team when each member is instilled with such individual 
confidence in his or her contributions that praise can be readily given to the abilities of 
others, and the total performance of the group can excel. 
From the previous discussion also, it could be expected that in Egypt, there is likely 
to be a relationship between the ownership form of the company and its employees' quality 
of work life (QWL). In short, the comment made by an expatriate who joined a large Arab 
organisation at the vice-presidential level describing his initial experience may support the 
view/opinion that there is a relationship between the ownership form of the company and 
its quality of work life (QWL). His comment is as follows: "After the first three months I 
was convinced that the company was run in the most chaotic way imaginable; nothing like 
I ever experienced in my twenty years of work experience in the United States. But now, 
after nine months, I must admit these fellows are sharp, shrewd (clever), and efficient ... 
What they have is organised chaos and if you can adjust to that, it is a great place to work" 
(Muna, 1980: 84; cited in Hickson and Pugh, 1995: 207). 
8.5. PHARMACEUTICAL INDUSTRY in EGYPT: 
The pharmaceutical industry started in Egypt in 1939. In 1989 there were only ten 
companies operating in this industry. By the end of year 1999, the total number of 
pharmaceutical manufacturing companies had reached 32 companies, public, private and 
multinational. This increase may reflect an increasing demand for pharmaceutical products 
as well as an increasing support from the Egyptian government for this industry (Kompass 
Egypt Financial Yearbook, 1998-1999). The public sector companies were fully owned 
and managed by the government till early 1995, but with the Egyptian privatisation 
programme, the government's ownership of those companies has decreased to a minimum 
of 60% of each company. The public sector companies are now affiliates of the National 
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Holding Company for Pharmaceuticals, Chemicals and Medical Compositions (Kompass 
Egypt Financial Yearbook, 1998-1999). 
Domestic consumption of pharmaceutical products has increased dramatically 
during the period 1982-1994; in 1982 total consumption of pharmaceutical products was 
503.7 million Egyptian pounds, while it has increased to 2.7 billion Egyptian pounds in 
1994. Around 91% of total domestic consumption of pharmaceutical products is covered 
by domestic production, while only the remaining 9% is covered by imports. On the one 
hand, imports of pharmaceutical products are restricted to the most recent and high - 
technology pharmaceutical products only (Central Agency for General Mobilisation and 
Statistics, 1998). On the other hand, pharmaceutical exports to Arab Markets, from Egypt, 
had reached 40% of total Egyptian exports to Arab markets during the period 1980-1995. It 
is expected that this percentage will increase to 90% of total Egyptian exports to Arab 
markets during the coming few years (El-Gibaly, 1995). 
The most recent official figures available show the domestic production and 
consumption of the Egyptian phan-naceutical products are presented in the following tables 
and figures. 
Table (8.1)- Fgvnt'q Dnmeýfic Production of Pharmaceutical Products (1()90-1()()61(; n Millinn T-P I 
Years 
Ownership Form 
90/91 91/92 92/93 93/94 94/95 95/96 
Public companies 732.3 763.5 816.0 874.0 936.2 1002.8 
Private & Multinational 
companies 
455.3 841.3 901.7 962.8 1031.3 1104.7 
Total 1187.6 1604.8 1717.7 1836.8 1967.5 2107.5 
Source: The Holding Company for Pharmaceuticals, Chemicais ana meaicai Propositions. 
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Table (8.2): EQvnt's Consumi)tion of Pharmaceutical Products (in Million LEA 
Years 90/91 91/92 92/93 93/94 94/95 95/96 
Total Consumption 1312.6 1683.8 1809.9 1945.4 2071.5 2216.5 
Per Capita Consumption 23.6 29.6 31.2 32.8 34.2 35.8 
Source: The Holding Company for Pharmaceuticals, Chemicals and Medical Propositions. 
I 
OTotal Consumptioq 
Fig. (8.2): Egypt's Consumption of Pharmaceutical Products (1990-1996)(in Million 
From the previous two tables and figures, it could be noticed that: 
0 The production of pharmaceutical products has been increased during the period 
1991/1996 by a rate of around 78%, (rounded L11)). 
0 The consumption of pharmaceutical products has been increased during the period 
1991/1996 by a rate of around 69'7c. 
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90/91 91/92 92/93 93/94 94/95 95/96 
90/91 91/92 92/93 93/94 94/95 95/96 
In 1995/96 total domestic production amounted to L. E. 2107.5 billion, covering 
95% of total domestic consumption (L. E. 2216.5 billion). On the other hand, Egypt's 
consumption of pharmaceutical products has also been increasing during the period 
199011996 due to the improvement in the living standards of the Egyptian population 
(Central Agency for General Mobilisation and Statistics, 1998). 
The implementation of the General Agreement for Tariff and Trade "GATTor the 
W. T. 0 is expected to be one of the challenges that may confront the pharmaceutical 
industry in Egypt (Atif, 1996). 
From the previous discussion it is likely that the pharmaceutical industry in Egypt 
is expected to face a severe competition due to the GATr agreement or the W. T. O. On the 
other hand, this industry has a critical political role to play in the Egyptian society (El- 
Gibaly, 1995). Hence, a considerable effort may need to be exerted to keep it working and 
developing efficiently. 
An important element to be taken into consideration to help the pharmaceutical 
industry work, compete and develop effectively is its workforce. It seems that people are 
the most important asset for any organisation and they could strengthen their company's 
competitive advantage (see Chapters One and Two). Hence, it is likely that management in 
the Egyptian pharmaceutical industry may need to pay close attention to the different 
approaches necessary for attracting, developing, satisfying and retaining key employees in 
order to be able to maintain the required level of stability and competitiveness. 
In this research, it is expected that providing a high-standard or good Quality of 
Work Life (QWL) may be one of the main factors that may help the pharmaceutical 
companies in Egypt benefit from not only the hands but also the minds of its employees, 
and attract, develop and retain those employees through maximising their perceptions of 
their level of job satisfaction and their perceptions of their level of organisational 
commitment. 
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8.6. SUMMARY: 
Different ownership forms may entail different views of human resource 
management. Mullins' definition of QWL as a philosophy might clarify the potential 
relationship between QWL and the ownership form of the company. Evidence suggested 
that the employees' QWL and the ownership form of the company may be correlated 
(Worrall and Cooper, 1997; Worrall et al. 2000; El-Khateb, 1995; Hemad, 1994; Wahby, 
1992). 
Because culture to the organisation is the same as personality to the individual, the 
concept of organisational culture has been discussed. Culture may be defined as a mix of 
values, beliefs, assumptions, meanings and expectations that members of a particular 
organisation, group, or subgroup hold in common and that they use as behaviour and 
problem-solving guides (Hodge and Anthony, 1988). The key concept in culture is sharing, 
for without shared values, beliefs, etc. there would be no group culture. National culture 
might affect the organisational culture, which in turn might reflect upon the human 
resource policies and practices. A comparison between multinational companies, specially 
Western companies, and national or domestic companies in Egypt, as one of the 
developing countries, might clarify both the similarities and differences between Western 
and Arab culture and the impact of each culture's unique characteristics upon human 
resource management policies and practices, in general, and the employees' QWL, in 
particular. Because of some of the Egyptian culture features, Egyptian employees might 
lack many of the QWL criteria such as adequate and fair compensation, equal 
opportunities, some degree of participation in decision-making, etc. 
Multinational companies are those companies that have significant operations 
spread throughout a number of different countries but may be headquartered in a single 
country (Dcssler, 1997). Multinational companies, in managing the different cultures and 
cultural diversity, have four choices/approaches: ethnocentric, polycentric, regiocentric, 
and geocentric. In Arab countries, multinational companies tend to adopt the ethnocentric 
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approach, as they view Arab management practices and systems as less advanced and not 
mature enough compared with those applied in the developed countries to help 
multinational companies compete globally. According to the ethnocentric approach, the 
culture of the home country is allowed to determine the organisational culture and no 
account is taken of local organisational cultures and characteristics (Perlmuter, 1969; cited 
in I-eat, 1998). 
Finally, some statistics about the pharmaceutical industry in Egypt are presented 
and discussed to clarify some of its general characteristics, as well as some of the potential 
challenges that might encounter the Egyptian pharmaceutical industry are highlighted. It is 
likely that the pharmaceutical industry in Egypt is expected to face a severe competition 
due to the GATT or W. T. 0 agreement. On the other hand, this industry has a critical role 
to play in the Egyptian society (EI-Gibaly, 1995), hence, a considerable effort may need to 
be exerted to keep it working and developing efficiently. 
The following chapter discusses how the research approach has been identified, as 
well as it highlights the research hypotheses and objectives. It also presents how the 
research strategy and data collection device have been determined. How the population and 
the sample size have been decided upon will be explained in the following chapter also. 
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CHAPTER NINE 
RESEARCH METHODOLOGY 
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9.1. INTRODUCTION: 
The previous eight chapters have reviewed the literature pertaining to the concept 
of quality of work life, and the potential relationship between the employees' quality of 
work life and; participation in decision-making, job satisfaction, organisational 
commitment, and the ownership form of the company. This chapter attempts to show how 
the research approach has been identified, how the research hypotheses have been derived 
from the literature, what the research objectives are, how the research strategy and data 
collection device have been determined, and how the population and the sample size have 
been identified. 
9.2. RESEARCH APPROACH: 
According to Smith (1991: 94) and Saunders et aL (1997: 71-72), there are two 
fundamental types of knowing: awareness of objects known through (1) personal sensual 
experience, and (2) the use of non-personal, empirical evidence and rational thought. The 
branch of philosophy known as phenomenology is highly, according to Smith (1991), 
concerned with the former; phenomenology assumes that only the former type of 
awareness is possible, while positivist approach assumes the latter is possible. On the one 
hand, the key idea of the positivist approach is that the social world exists externally and 
that its properties should be measured through objective methods, rather than being 
inferred subjectively through sensation (Easterby-Smith et al. 1996: 22). A number of 
philosophers, according to Easterby-Smith et al. (1996: 22-23) and Mark (1996: 206-207), 
has proposed the following implications to be associated with the positivist approach: 
1. Independence: the observer is independent of what is being observed. Therefore, the 
researcher can study phenomena without affecting them in any way; 
2. Value-free: the choice of what to study and how to study it can be determined by 
objective criteria rather than by human beliefs and interests. Although it is possible for 
bias to enter into the researcher's observations or methods, this can be avoided by 
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strictly adhering to scientific procedures - for example, by using independent observers 
or by being systematic about selecting observations; 
3. As long as the researcher adheres to standard scientific procedures, the researcher's 
own biases and values will not affect the outcome of the research; 
4. Causality: the aim of the social sciences should be to identify causal explanations and 
fundamental laws that explain regularities in human social behaviour; 
5. Hypothetico-deductive: science proceeds through a process of hypothesising 
fundamental laws and then deducting what kinds of observations will demonstrate the 
truth or falsity of these hypotheses; 
6. Operationalisation: concepts need to be operationalised in a way which enables facts to 
be measured quantitatively; 
7. Reductionism: problems as a whole are better understood if they are reduced into the 
simplest possible elements; 
8. Generalisation: in order to be able to generalise about regularities in human and social 
behaviour it is necessary to select samples of sufficient size; and 
9. Cross-sectional analysis: such regularities can most easily be identified by making 
comparisons of variations across samples. 
It is worth mentioning that some positivists disagree with some of these 
implications. In addition, some positivists not only disagrec with cach othcr; thcy may also 
change their own views significantly over time (Easterby-Smith et A 1996: 23). 
On the other hand, the phenomenological approach is based on the way people 
experience social phenomena in the world in which they live (Saunders et al. 1997). The 
phenomenological approach stems from the view that world and reality are not objective 
and exterior, but they are socially constructed and given meaning by people (Ilusscri, 
1946; cited in Easterby-Smith et al. 1996: 24). As the phenomenological approach assumes 
that reality is socially constructed rather than objectively determined, the task of the social 
scientist should not be to gather facts and measure how often certain patterns occur, but to 
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appreciate the different constructions and meanings that people place upon their experience 
(Easterby-Smith et al. 1996). The social scientist, according to the phenomenological 
approach, should try to understand and explain why people have different experiences, 
rather than search for external causes and fundamental laws to explain their behaviour 
(Easterby-Smith et al. 1996). Major scientific advances are not produced by a logical and 
rational application of the scientific method (or the positivist approach), they, instead, 
result from independent and creative thinking which goes outside the boundaries of 
existing ideas. This scientific revolution is referred to as a new paradigm; it is called the 
phenomenological approach (Easterby-Smith et al. 1996). According to Mark (1996: 212- 
214), some of the characteristics that describe the common features of all qualitative 
research approaches, (including the phenomenological approach), are: 
1. In qualitative research, the researcher moves freely back and forth between data 
collection and theoretical analysis. There are no standard procedures to follow. 
Qualitative researchers generally enter into a research study without any formal theory. 
Hence, qualitative researches are flexible and intuitive; 
2. Qualitative approaches proceed from the specific to the general level. They begin at a 
specific level: collecting data about a specific social phenomenon. They then move to a 
general level: making guesses about what variables are relevant and how they relate to 
each other and from this creating a theory to explain the data; and 
3. Theories generated by the qualitative research are less generalisable beyond the 
particular persons or units studied. 
Although the basic beliefs of both the positivist and phenomenological approaches 
may be quite incompatible, when it comes down to the actual research methods and 
techniques used by researchers the differences are by no means clear-cut and distinct 
(Easterby-Smith et al. 1996: 26). Neuman (2000: 122) added that although qualitative 
(including the phenomenological approach) and quantitative (including the positivism) 
approaches differ in many ways, they complement each other in many ways as well. Smith 
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(1991: 94) argued also that most probably positivist and phenomenological approaches are 
both right; the external world is really there, but it is influenced by what humans want to 
see and what they expect to see. Increasingly, according to Easterby-Smith et aL (1996), 
there is a move amongst management researchers to develop methods and approaches 
which provide a middle ground, and some bridging between the two extreme approaches. 
The following table, according to Easterby-Smith et al. (1996) and Mark (1996), 
compares between the key features of positivist and phenomenological approaches: 
Table (9.1): Key features of positivist and phenomenological approaches 
Positivist Phenomenological 
Basic beliefs The world is external and The world is socially 
objective constructed and subjective 
Observer is independent Observer is part of what 
observed 
Science is value-free Science is driven by human 
interests 
Researcher should: focus on facts focus on meanings 
look for causality and try to understand what is 
fundamental laws happening 
reduce phenomena to simplest look at the totality of each 
elements situation 
formulate hypotheses and then develop ideas through 
test them induction from data 
Preferred methods include: operational ising concepts so using multiple methods to 
that they can be measured establish different views of 
phenomena 
taking large samples small samples investigated in 
depth or over time 
the choice of research the choice of research 
procedures is set in advance procedures is not set in 
advance 
Main interest is interested in outcomes is interested in process 
proceeds from the general to proceeds from the specific to 
the specific level the general level 
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Based on the key features of both the positivist and phenomenological approaches 
that have been presented in table (9.1), the approach that has been adopted in this research 
will be defined. In this research a middle ground (a bridge between both approaches) 
approach is adopted because of the following reasons: 
1. The researcher is independent from the phenomena being observed (Positivism). 
2. This research aims to explain causal relationships between a number of variables; 
participation in decision-making; QWL; job satisfaction; organisational commitment; 
and ownership forms (Positivism). 
3. This research is a cross-sectional research. It involves different companies in different 
contexts and it aims to investigate how other factors or variables vary across these 
companies. Hence, the sample size is large enough (1270 case) to investigate the 
proposed causal relationships between the variables under investigation (Positivism). 
4. This research starts with a theory or a set of hypotheses about the nature of the 
relationship between the variables under investigation and then seeks data that will 
confirm or dis-confirm. that set of hypotheses. The hypotheses have been driven based 
on the review of the literature or earlier studies (Positivism). 
5. In this research, reality is socially constructed rather than objectively determined, the 
task of the researcher should not be to gather facts and measure how often certain 
patterns occur, but to appreciate the different constructions and meanings that people 
place upon their experience. The researcher should try to understand and explain why 
people have different experiences, rather than search for external causes and 
fundamental laws to explain their behaviour (Phenomenology). 
6. In this research, the choice of the subject and variables to be investigated is determined 
by the researcher's beliefs and interests in their importance rather than by objective 
criteria (Phenomenology). 
It is worth noting that different examples of practice have shown that in actual 
research, the differences between positivist and phenomenological approaches are by no 
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means clear cut and distinct (Easterby-Smith et al. 1996: 26-32). This is what makes 
authors and researchers who work in organisations and with managers increasingly argue 
that one should attempt to mix methods or approaches to some extent, because it provides 
more perspectives on the phenomena being investigated (Easterby-Smith et al. 1996: 3 1). 
9.3. RESEARCH HYPOTHESES and OBJECTIVES: 
The review of the literature has identified that there may be a significant positive 
relationship between the employees' perceptions of the degree of participation in decision- 
making available to them and their perceptions of their quality of work life (see Chapter 
Five). It also has identified that there may be a significant positive relationship between the 
employees' perceptions of their quality of work life and their perceptions of their level of 
job satisfaction (see Chapter Six). The review of the literature also has identified that there 
may be a significant positive and partial or indirect relationship between the employees' 
perceptions of their quality of work life and their perceptions of their level of affective, 
continuance and normative commitment through affecting their perceptions of their level 
of job satisfaction (see Chapters Six and Seven). It also has identified that there may be a 
significant relationship between the employees' perceptions of their quality of work life 
and the ownership forrn of the company (see Chapter Eight). 
Accordingly, this research aims to test the following four research hypotheses in a 
selection of pharmaceutical companies in Egypt: 
First: There is a significant positive relationship between the employees' perceptions of the 
degree of participation in decision-making available to them and their perceptions 
of their quality of work life. 
Second: There is a significant positive relationship between the employees' perceptions of 
their quality of work life and their perceptions of their level of job satisfaction. 
Third: There is a significant positive partial relationship between the employees' 
perceptions of their quality of work life and their perceptions of their level of 
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affective, continuance, and normative commitment through affecting their 
perceptions of their level of job satisfaction. 
Fourth: In Egypt, there is a significant relationship between the ownership form and the 
employees' perceptions of their quality of work life in the pharmaceutical 
companies. 
In addition, this research aims to: 
First: examine the employees' perceptions of their quality of work life in a selection of 
pharmaceutical companies in Egypt. 
Second: test whether or not the Western QWL criteria are pertinent to the Egyptian 
context. 
Third: identify the QWL criteria that seem important to the employees in the 
pharmaceutical industry in Egypt, and which might therefore be productively 
addressed by employers/managers. 
Fourth: develop a model(s) that could clarify the interactive relationships between the 
variables that have been investigated in this research in the Egyptian context. 
9.4. RESEARCH STRATEGY: 
survey, as a research strategy, was conducted to test the previously stated 
hypotheses in a selection of phan-naccutical companies in Egypt. The survey method is 
used as it allows the collection of a large amount of data from a sizeable population in a 
highly economical way. Based most often on questionnaire, the data collected are 
standardised, hence allowing easy comparison among different groups (Saunders et A 
1997). 
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9.5. DATA COLLECTION DEVICE: 
The questionnaire, as a data collection device, is used by this research to collect the 
required data. This is because of a major culture-related issue. In Egypt, it is expected that 
employees are more open when they respond to questionnaires rather than when they are 
interviewed face-to-face. As Egyptian employees often work in a low-trust atmosphere 
(M-Faleh, 1987; cited in Hickson and Pugh, 1995), they may not trust their interviewers 
and may be more convinced that their interviewers may always be keen enough to present 
the collected rough data to the organisation's management. The collected data may then be 
used unethically against the interviewee. This culture-related issue may justify the reason 
why most Egyptian employees may reject to mention their names and/or their job titles 
even when they are asked to fill in a questionnaire. On the other hand, the sample size is 
large enough to make face-to-face interviews difficult and time-consuming. 
The questionnaire used here is a self-administered questionnaire; that means it has been 
delivered to and collected from the respondents on a personal basis. Postal questionnaires 
may encounter some problems in Egypt, such as the high tendency to neglect those 
questionnaires received by post, hence the expected response rate in such a case may be 
too low to depend upon. 
As there is a lot of questionnaires that could be used to collect data on the topics 
under investigation, the following guiding rules were used to judge the selection of one 
questionnaire over the other. 
1. The suitability of the measure to the Egyptian context. This guiding rule is a two-fold 
rule. It may be assessed in two terms as follows: 
" Simplicity. Some of the targeted respondents may not be highly educated, hence, it 
is important to use a measure or a scale that is simple and easily understood. 
Complex measures may lead to a low response rate, confusing results or incomplete 
questionnaires, on the part of respondents. 
"A commonly used measure. It is preferred to use the measures that were previously 
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used by other researchers in the Egyptian context, if possible. As when people feel 
familiar with certain measures, it would be more easily and effectively used or filled 
in. Not only commonality of use in the Egyptian context is considered but 
worldwide commonality is also taken into consideration. This might help comparing 
the results of this research with other researches on the same or related topics, both 
in Egypt and in other countries. 
2. Quality of the measure. Quality is evaluated by using some psychometric properties, 
such as the validity and reliability of the scale. Validity is defined as the degree to 
which a measure captures the concept it is designed to measure (Price, 1997). Stewart 
et al. (1981, Volume 1) state it in a simple way when they argued that validity could be 
defined by the question "does the scale actually measure what it claims to measure? " 
Reliability, on the other hand, is defined as the extent to which a measure produces the 
same results when used repeatedly. Consistency is often used as a synonym for 
reliability (Price, 1997). Stewart et al. (1981, Volume 1) argued that reliability is the 
extent to which the scores on the scale are free from error. If the validity and/or 
reliability of one of the scales are not known, as it is the case with respect to the QWL 
scale (see Appendix H), the scientific reputation of both the authors who have 
developed and used the scale as well as the sound reputation of the institution that used 
it are considered as an indication of its quality. 
3. Availability of the scale: it could be argued that the best measures are those which 
appear in books or journals regularly; i. e. are widely used by researchers and 
academics (Price, 1997: 309). 
The questionnaire used in this research includes 81 items (Appendices A and B) 
that are distributed on SIX parts as follows: 
The first pa reviews the perceptions of targeted respondents of their quality of work life. 
This part includes 17 items or criteria of QWL. The 17-item scale is adopted from the 
Worrall and Cooper survey on the quality of work life as perceived by middle and senior 
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managers in the United Kingdom (1997). The 17 criteria of QWL were all collected in one 
question (question number 14) in the long questionnaire developed by Worrall and Cooper. 
The 17 criteria of the scale are cast in a Likert-tYpe five-point forinat. This part or scale 
was slightly adapted to make it consistent with other parts or scales of the questionnaire 
used in this research. The adaptation includes the following changes: 
9 Codes of the questions were reversed; i. e. the original coding includes 1,2,3,4 and 5 
to refer to strongly agree, agree, neither, disagree and strongly disagree respectively. 
Here the used codes become 5,4,3,2 and I to refer to strongly agree, agree, neither, 
disagree and strongly disagree respectively. This is simply to unify the scoring process 
for all the scales as well as the indication of the overall score. It helps also to apply the 
rule followed in all other scales used in this research which states that the higher the 
score the better the variable being measured (QWL, participation in decision-making, 
etc. ). 
9 Some questions that are negatively phrased were reverse coded. Those are questions 
numbers 4,9,11,13,14,16 and 17. This is simply because if the negatively phrased 
questions were scored using the same way as the positively phrased questions the total 
score will be misleading and the rule that states that the higher the score the better the 
QWL will not be applicable. Negatively phrased questions are often reverse coded in 
most of the scales developed and used by other researchers (see for example some of 
the other scales used in this research; such as the job satisfaction scale). 
9 The total score is the sum of the scores on the individual items divided by 17 to get the 
average score. Hence, it could be inferred that the higher the score the better the QWL. 
The lowest score is 1.0, the highest score is 5.0, and the moderate score is 3.0. 
This scale was used here as: 
- it suits the definition of QWL adopted in this research, and 
- it is developed and used by two of the famous authors in Britain; Worrall and Cooper, 
and it is published by one of the reputable institution in the United Kingdom; the 
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Institute of Management and the University of Manchester (UMIST). 
The calculated Reliability Coefficient Alpha, as a measure of the reliability of the 17-item 
QWL scale developed by Worrall and Cooper and used in this research, is 0.98 
The second part aims to assess the employees' perceptions of the degree of participation in 
decision-making available to them in the selected companies. It is adopted from White and 
Ruh (1973). Stewart et aL (1981: 3.41(l), Volume 2) argued that White and Ruh scale is 
one of the scales that focus upon participation in decision-making and do not confuse such 
concepts as centralisation and participation. This scale was adapted from a scale developed 
by Vroom (1960) and it contains five items, three of which concern participation in 
decisions about work methods, work organisation and group activities. The remaining 
items (two items) are more general and concern perceived influence in decisions and 
receptiveness of superiors to suggestions. The five items of the scale are cast in a Likert- 
type five-point format. All items are positively keyed and use a five-point scale (Far too 
little = 1, Too little = 2, An average amount = 3, Quite a lot = 4, A great deal = 5). The 
total score is the sum of the scores on the individual items divided by five (White and Ruh, 
1973: 510). Hence, it could be infcrred that the higher the score the higher the degree of 
participation in decision-making available to the employees within the surveyed 
companies. 
The minimum possible value or score is 1.0, the maximum is 5.0, and the moderate score is 
3.0 (White and Ruh, 1973: 5 10). 
The reliability of the scale seems good. White and Ruh (1973) reported an estimate of 
internal consistency (a) of 0.81. This scale is relatively simple and suitable for most 
literate populations (Stewart el al. 1981: 3.41(l), Volume 1). 
The third 12art aims to assess the employees' perceptions of their level of job satisfaction in 
the selected companies. It is adopted from Brayfield and Rothe (1951). The scale is known 
as the Job Satisfaction Index (JSI) and it contains 18 items. The 18 items of the scale are 
cast in a Likert-type five-point format. All items are positively keyed (Strongly agree = 5, 
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Agree = 4, Undecided = 3, Disagree = 2, Strongly Disagree = 1) except items number 25, 
26,28,30,32,33,36,38 and 40 are negatively keyed. The only change that has been made 
in this scale is in its scoring. To make it consistent with other scalcs' scoring used in this 
research, the total score is the sum of the scores on the individual items divided by 18. 
Hence, the higher the score the higher the level of job satisfaction. 
The lowest score is 1.0, the highest score is 5.0, and the moderate score is 3.0. 
This scale is one of the measures of global job satisfaction, that means it does not focus 
only on one aspect of job satisfaction such as pay satisfaction, satisfaction with promotion, 
etc. 
The reliability of the scale seems good. According to Brayfield and Rothe (1951) the 
computed reliability for this scale by Spearman-Brown is 0.87. 
The validity also seems good. Brayfield and Rothe (1951: 311) reported that the correlated 
split-half reliability coefficient for the scale is 0.93 and the product-moment correlation 
between scores is 0.92. 
This scale is commonly used in the Egyptian context (Shohyib, 1990: 149-153). 
The fourth pýrt is designed to measure the employees' perceptions of their level of 
affective, continuance and normative organisational commitment. It is adopted from Meyer 
et al. (1993). The scale contains 18 items that are cast in a Likert-type five-point fon-nat. 
According to Meyer and Allen (1990), organisational commitment is a mixture of three 
components: affective, continuance and normative commitment. Meyer et al. (1993) have 
developed six-item measures for each of the three components. All items arc reverse coded 
except items number 43,44,45, and 53. The total score is the sum of the scores on the 
individual items divided by six. It could be inferred that the higher the score the higher the 
level of organisational commitment. 
The lowest score for each of the three components is 1.0, the highest score is 5.0 and the 
moderate score is 3.0. 
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According to Meyer and Allen (1997), the coefficient alpha reliabilities for the 
three scales are: affective commitment (0.85), continuance commitment (0.79) and 
non-native commitment (0.73). Meyer et al. (1993) scale has been adopted rather than 
Mowday et al. (1979) or any other scales that depend on Mowday's definition of 
organisational commitment, such as Buchanan's organisational commitment scale and 
Cook and Wall's organisational commitment scale, because those scales were recently 
criticised for lack of homogeneity (Benkhoff, 1997). For organisational commitment 
research to get out of its current quagmire; i. e. depending on measures that lack 
homogeneity, researchers could use Meyer and Allen (1991) or Meyer et al. (1993) scales 
that are based on a different organisational commitment concept and have been tested for 
homogeneity (Benkhoff, 1997: 128). Moreover, many studies support the three 
components of organisational commitment developed by Meyer and Allen and, at the same 
time argued that the most widely used Organisational Commitment Questionnaire 
developed by Mowday et al. (1979) assesses primarily the affective dimension of 
organisational commitment (Dunham et al. 1994). Studies also support that the instrument 
developed by Meyer and Allen provides a workable oPerationalisation of the 
multidimensional organisational commitment (Dunham et al. 1994). 
The fifth part is designed to collect some personal or demographic data about the targeted 
respondents and their companies, and it includes six questions. The purpose here is to 
analyse whether or not the ownership form, age, length of service, gender, marital status 
and/or position influence the employees' perceptions of their quality of work life. 
The sixth and final pa is designed to assess whether or not the Western criteria of QWL 
are pertinent to and effective in the Egyptian context. It includes 17 items. These items 
were adopted and adapted from two sets of QWL criteria that are commonly used in the 
Western context. Walton (1975) has developed one of those sets of criteria while the other 
set of criteria is developed by the European Foundation for the Improvement of Living and 
Working Conditions (EFILWC) (1997) in the second survey on the working conditions in 
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Europe (see Chapter Four, Section 4.2). Respondents were asked to determine whether 
each criterion of the 17 criteria is important to them or not. The meaning of each criterion 
is explained by refening to its necessary conditions as mentioned by those who developed 
the items itself. 
Finally, as the used scales are adopted and adapted from the Western context, and 
not all the targeted respondents can handle it in English, translation of those scales to 
Arabic was necessary (see Appendix B). To translate the selected scales, the following 
procedures were followed: 
1. As a first step, the researcher himself has translated the scales into Arabic. 
2. Secondly, an experienced translator reviews the translation, from the language 
perspective, to simplify its sentences for the users. 
3. Finally, a business and management professor reviews or checks the translation from 
the business and management perspective. 
4. The scales that were used in Egypt before were used as it is with some minor 
modifications, if necessary, on the wordings to make it as clear and simple as possible 
(for example, the job satisfaction scale). 
9.6. POPULATION and SAMPLING: 
Here below are the procedures followed to determine the population and sample 
size. 
1. The total number of employees in the Pharmaceutical Manufacturing Companies in 
Egypt (i. e. the size of population) is 27,031 employee (The Holding Company for 
Pharmaceuticals, Chemicals and Medical Propositions; cited in Kompass Egypt 
Financial Yearbook, 1998-1999). This number does not include the employees who are 
working in companies producing or supplying raw materials or packing materials. It 
also does not include those who are working in trading or distributing pharmaceutical 
products. 
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2. The total population has been classified into three Strata based on the ownership form 
of the company: Public companies; Private companies and Multinational companies. 
3. The total number of employees in each category, according to Kompass Egypt 
Financial Yearbook (1998-1999), is as follows: 
3.1. Public companies: 19,023 employee. 
3.2. Private companies: 3,467 employee. 
3.3. Multinational companies: 4,541 employee. 
4. The percentage of each stratum's employees to the total population number/size 
(27,031) has been calculated. These percentages are as follows: 
4.1. Public companies: (19,023 -' 27,03 1) X 100 = 70% 
4.2. Private companies: (3,467 - 27,031) X 100 = 13% 
4.3. Multinational companies: (4,541 - 27,031) X 100 = 17% 
5. To calculate the sample size, the followings were followed: 
0 Probability Distribution Table: 
Tnhle-. (9-7)- Probabilitv distribution 
x P(X) XP(X) X2p(X) 
1 0.2 0.2 0.2 
2 0.2 0.4 0.8 
3 0.2 0.6 1.8 
4 0.2 0.8 3.2 
5 0.2 1.0 5.0 
Total 1.0 3.0 11.0 
0 The different values Of Z, /2 at different levels of confidence table: 
T. MA (0 11- 7-,. nt different level- nfr. nnfltionri-. 
Required Confidence Level Value of cc Value of 7, w2 
90% 0.1 1.65 
95% 0.05 1.96 
99% 0.01 2.58 
o Mean =ZXP(X)=It =3.0 
o V(X) = Variance = 0ý2 =I 
X2 P(X) - jA2 = 
11.0 
- 9.0 = 2.0 
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9 Minimum Sample Size = (Z,, /2 X CF)2 -D 
Minimum Sample Size = [(2.58)2 X 2.0] - (0.1)2 = (6.6564 X 2) + 0.01 = 1331 
Adjusted Sample Size = Minimum Sample Size - [I + (Minimum Sample Size - 
1) - NI 
Adjusted Sample Size = 1331 - [I + (1331 - 1) - 27031] = 1331 - 1.049 
1268.8 = 1270 case. 
Where: 
The required level of confidence is 99% 
a= 0.01 
0Z= the standard normal distribution 
0D= the accepted margin of error, here it is 10% 
Sources: (Al-Helbawy, 1997: 357-358; Saunders et al. 1997: 130 and Fleming and 
Nellis, 1996: 128). 
6. The actual sample size has been proportionately distributed among the three strata: 
public, private, and multinational companies according to the percentages calculated in 
item 4 (4.1,4.2, and 4.3). 
7. Hence, the strata samples are as follows: 
9 Public companies: 1270 X 70% = 889 case. 
* Private companies: 1270 X 13% = 165 case. 
* Multinational companies: 1270 X 17% = 216 case. 
8. Two companies from each category were randomly selected, and the number of 
employees in each company was determined as follows: 
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Public companies: 
- Company A: 4040 employee 
- Company B: 3120 employee 
- Total A+B= 7160 employee 
Private companies: 
Company C: 1104 employee 
Company D: 713 employee 
Total C+D= 1817 employee. 
Multinational companies: 
Company E: 924 employee 
Company R 650 employee 
Total E+F= 1574 employee 
9. The actual sample size is proportionately distributed on each company as follows: 
Company A: (4040 7160) X 100 56%. 
Company B: (3120 7160) X 100 44% 
Company C: (1104 - 1817) X 100 61 % 
Company D: (713 - 1817) X 100 = 39% 
Company E: (924 1574) X 100 = 59% 
- Company F. (650 - 1574) X 100 = 41 % 
10. To determine each company's share, i. e. the number of cases to be selected from each 
company, each company's percentage (as calculated in item 9) was multiplied by the 
sample size of each category (as calculated in item 7). Hence each company's share is 
as follows: 
Company A: 889 X 56% 498 case (employee) 
Company B: 889 X 44% 391 case 
CompanyC: 165X61%= 101 case 
Company D: 165 X 39% = 64 case 
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- Company E: 216 X 59% = 127 case 
- CompanyF. 216X41%=89 case 
The total number of questionnaires distributed is 1588 (rounded up) questionnaire, 
as it is expected that the response rate will be about 80% (1270 X 100) - 80. The partly 
completed questionnaires (i. e. the questionnaires in which the respondents did not answer 
all or most of the questions) were excluded. 
The sampling frame includes all employees and managers at all the organisational 
levels within the selected companies except the illiterate or uneducated employees and 
part-timc employecs. 
After dividing the actual sample size into strata based on the ownership form of the 
company, a systematic random sampling was used in which the sample was selected at 
regular intervals from the sampling frame. To do this the following steps were followed: 
1. Each of the cases within each stratum was numbered with a unique number. The first 
case was numbered (0); the second case was numbered (1) and so on. 
2. The first case was selected using a random number. 
3. The sampling interval was calculated, according to Frankfort-Nachmias and Nachmias 
(1996: 187-188), using the following equation: 
Sampling interval (Kth) =N-. n= total population -- actual sample size 
Sampling fraction = 27031 -. 1270 = 21.28 = around 21 
4. Subsequent cases were selected systematically. After selecting the first case at random, 
every twenty-first case thereafter is selected until the required sample size is reached. 
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9.7. SUMMARY: 
Two research approaches have been discussed in this chapter, the positivist and the 
phenomenological approaches. While the positivist approach assumes that awareness of 
objects known through the use of non-personal, empirical evidence and rational thought, 
the phenomenological approach suggests that objects are known through personal sensual 
experience (Smith, 1991; Saunders et aL 1997). Although the basic assumptions of both 
approaches may be quite incompatible, the differences between both approaches are by no 
means clear-cut and distinct, hence when it comes down to the actual research, researchers 
tend to develop methods and approaches which provide a middle ground and some 
bridging between the two extreme approaches (Easterby-Smith et aL 1996). In this 
research, a middle ground, or a bridge between both approaches, approach is adopted as it 
suits the nature, objectives and hypotheses of this research. 
In this research, four main hypotheses will be tested. The four hypotheses try to test 
the potential relationship between QWL and; participation in decision-making, job 
satisfaction, organisational commitment (affective, continuance, and normative), and the 
ownership form of the company. It aims to examine the employees' perceptions of their 
QWL in a selection of pharmaceutical companies in Egypt and test whether the Western 
QWL criteria are pertinent to and effective in the Egyptian context or not. It also aims to 
develop a set of QWL criteria that seem important to the employees in the Egyptian 
companies and which could be productively addressed by employers/managers. As well, a 
set of models that could clarify the interactive relationships between the variables that have 
been investigated in this research will be developed and discussed. 
A survey, as a research strategy, was conducted to collect the data required from 
the targeted employees. The survey was adopted as it allows the collection of a large 
amount of data from a sizeable sample in a highly economical way. Then, the 
questionnaire, as a data collection device, has been discussed. How the questionnaire that 
has been used in data collection was developed has been explained. The population and 
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sampling procedures have been also highlighted. Finally, the steps followed to translate the 
questionnaire from English to Arabic have been mentioned. 
In the following introductory chapter to data analysis, the data collected will be 
tested for normality of distribution and the type of measurement scale will be identified, so 
as to decide upon the suitable tests to be used. In the following chapter also the tests that 
will be used in data analysis will be explained and justified. 
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CHAPTER TEN 
INTRODUCTION TO 
DATA ANALYSIS 
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10.1. INTRODUCTION: 
Based on their ownership form, phannaceutical companies in Egypt may be 
classified into one of the following three main types: 
(1) The public companies; 
(2) The private companies; and 
(3) The multinational companies. 
Public companies are those companies that are fully owned and managed by the 
Egyptian government. Due to the Egyptian Privatisation Programme adopted by the 
Egyptian government since 1991, some individuals may be permitted to have or own 
shares in some of those companies, but still the Egyptian government owns the largest 
proportion or the largest number of shares (at least 60%) (Kompass Egypt Yearbook, 
1998/99). 
Private companies, on the other hand, are fully owned and managed by individual 
owners or investors (businessmen). 
Multinational companies are those companies that have significant operations 
spread throughout a number of different countries but may be headquartered in a single 
country. They are greatly responsible for direct investment in foreign countries (Robinson, 
1984; cited in Dessler, 1997). 
10.2. The ADOPTED APPROACH to DATA ANALYSIS: 
In this research, the data were collected from a sample of those three types of 
organisations (ownership forms), hence, it seems reasonable to make the data analysis for 
each of the three types separately first, and then at the end, a comparative analysis will be 
conducted to clarify both the similarities and the differences among the three types of 
organisations, in terms of the employees' perceptions of their quality of work life. This 
approach is adopted as it may help, at the end, to make some gencralisations on the 
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ownership form level as well as on the level of the pharmaceutical industry, in Egypt, as a 
whole. 
It seems reasonable, also, to follow some systematic procedures to analyse the data 
collected from each type of ownership form to help provide, at the end, the same types of 
comparative information that seem necessary to make the comparison among the three 
ownership forms of the companies possible and fruitful. 
The data collected from public, private and multinational companies will be 
analysed in Study I (Chapter 11), Study 2 (Chapter 12), and Study 3 (Chapter 13) 
respectively. The comparative analysis will be handled in Study 4 (Chapter 14). 
10.3. SAMPLE SIZE: 
Ilie total number of respondents surveyed in this research, i. e. the sample size is 
1270 respondents randomly drawn from six companies (two public, two private and two 
multinational). This number is proportionately distributed among the three ownership 
forms, public, private and multinational as follows: 889,165, and 216 respectively (For 
more information about population and sampling, see Chapter Nine: Research 
Methodology). 
10.4. DATA COLLECTION INSTRUMENT: 
7"he questionnaire used to collect data from the targeted employees consists of six 
parts: to assess the employees' perceptions of their QWL, their perceptions of the degree of 
participation in decision-making available to them, their perceptions of their level of job 
satisfaction, and their perceptions of their level of affective, continuance, and normative 
organisational commitment. The last two parts (parts five and six) are concerned with 
collecting some personal data from the respondent employees as well as checking the 
QWL criteria that seem important to them (For more details about the different scales used 
and the procedures followed in data collection, see Chapter Nine: Research Methodology). 
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10.5. INSTRUMENT RELIABILITY: 
A related issue to the instrument used in data collection is its reliability. The 
reliability of a measure or an instrument refers to its consistency (Bryman and Cramer, 
1999). There are two types of reliability: external and internal. External reliability refers to 
the degree of consistency of a measure over time. Internal reliability is important when 
multiple-item scales are used (Bryman and Cramer, 1999), as is the case in this research. 
Internal reliability raises the question of whether each scale is measuring a single idea and 
hence whether the items that make up a certain scale are internally consistent. Although the 
scales used in this research are adopted from other studies (For more information about the 
reported Cronbach's Alpha for each scale, see Chapter Nine: Research Methodology), 
internal consistency of the different scales used, in this research, was calculated for each 
scale individually. Coefficient Alpha, as one of the currently most widely used test 
(Bryman and Cramer, 1999), is used to calculate the internal consistency of the different 
scales. In addition, the Inter-Item Correlations are also calculated for each scale to assess 
the extent to which the items used in measuring one variable (for example, QWL) are 
correlated. 
Coefficient Alpha for the different scales, together with the Inter-Item Correlations 
for the whole sample (1270 case) are shown in the following table: 
'lrýM. fIA 11. Q-lAc RA inhi I itv find Inter-Ttern rnmmintinn fnrthp whnik- tamnln 
Scale Coefficient Alpha Inter-Item Correlation 
Minimum Maximum 
QWL (17-item scale) 0.98 0.68 0.91 
Participation (5-item scale) 0.94 0.64 0.85 
Job satisfaction (18-item scale) 0.98 0.68 0.93 
Affective commitment (6-item scale) 0.94 0.65 0.80 
Continuance commitment (6-item scale) 1 
0.92 
1 
0.55 0.79 
Normative commitment (6-item scale) 1 0.95 1 0.68 0.88 
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Comments on table (10.1): 
The coefficient alpha for all the scales seems very high. 
QWL (17-itern scale): The Inter-Item Correlation ranges from (0.68) to (0.91). 
Hence, it could be inferred that the 17 items tend to measure the same idea or variable 
which is the employees' perceptions of their QWL. 
Participation in decision-making (5-itern scale): The Inter-Item Correlation ranges 
from (0.64) to (0.85). Which may mean that the five items used in measuring the 
employees' perceptions of the degree of participation in decision-making available to them 
seem to measure the same variable or idea, which is the employees' perceptions of the 
degree of participation in decision-making available to them. 
Job Satisfaction (18-itern scale): The Inter-Item correlation shows that there is a 
high or strong correlation among the 18 items used in measuring the employees' 
perceptions of their level of job satisfaction, as the lowest correlation reported is (0.68) and 
the highest one is (0.93). Hence, it could be inferred that the 18 items seem to measure the 
same variable or idea; which is the employees' perceptions of their level of job 
satisfaction. 
Affective Commitment (6-item scale): The Inter-Item Correlation shows that the 
six items are highly or strongly correlated. The correlation ranges from (0.65) to (0.80). 
Hence, it could be inferred that the six items tend to measure the same idea or variable; 
which is the employees' perceptions of their level of affective commitment. 
Continuance Commitment (6-itern scale): The Inter-Item Correlation shows that the 
six items are highly or strongly correlated. The correlation ranges from (0.55) to (0.79). 
Hence, it could be inferred that the six items tend to measure the same idea or variable; 
which is the employees' perceptions of their level of continuance commitment. 
Normative Commitment (6-item scale): The Inter-Item Correlation shows that the 
six items are highly or strongly correlated. The correlation ranges from (0.68) to (0.88). 
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Hence, it could be inferred that the six items tend to measure the same idea or variable; 
which is the employees' perceptions of their level of normative commitment. 
10.6. STATISTICAL TESTS: 
As there are different statistical tests or techniques that suit different types of 
measurement scales and different types of data distribution, it seems logical to start the 
data analysis by testing the type of data distribution and determining the type(s) of 
measurement scale(s) used in this research. Data distribution is either non-nal or free (i. e. 
not normal). 
Miller (1991: 245-246) argued that: in the development of modem statistical 
methods, the first techniques of inference that appeared were those that made many 
assumptions about the nature of the population from which the scores were drawn. Since 
population values are parameters, these statistical techniques are called parametric. Such 
techniques produce conclusions that contain qualifications; for instance, "If the 
assumptions regarding the shape of the population(s) are valid, then we may conclude that 
...... In recent years a large number of techniques of 
inference have been developed that 
they do not make rigid assumptions about parameters. These newer non-parametric 
techniques are distribution free, so that conclusions do not require qualifications: 
"Regardless of the shape of the population(s), we may conclude that ...... Miller (1991: 
146) added that it is permissible to use parametric techniques only with scores that are 
truly numerical. Many non-parametric tests, on the other hand, focus on the order or 
ranking of the scores, not on their numerical values. The advantages of order statistics for 
data in the behavioural sciences are especially pronounced because so many numerical 
scores are numerical in appearance only. 
Two types of tests could be used to determine the type of data distribution, the first 
is called the formal test and the second is called the informal or graphical test (Ghonaim 
and Sabry, 2000). In both tests the following two hypotheses are tested: 
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9 The null hypothesis (Ho) which states that the data distribution is normal. 
The research hypothesis (HI) which states that the data distribution is free or not 
normal. 
As a general rule the null hypothesis (Ho) is rejected when there is a very low 
probability that the obtained results could be due to a random error. Researchers have 
traditionally used 0.05 or 0.01 significance level in the decision to reject the null 
hypothesis. This may mean that if there is less than 0.05 or 0.01 probability that the results i 
occurred because of a random error, the results are said to be significant; i. e. the null 
hypothesis is rejected (Cozby, 1981: 77). These significance levels accompany the 
following levels of confidence 0.95 or 0.99 respectively. This may mean: 
0 When the significance level is :50.05 the null hypothesis is rejected with 95% 
confidence. 
0 When the significance level is :50.01 the null hypothesis is rejected with 99% 
confidence. 
One of the formal tests used to examine the normality of data distribution is called 
Kolmogorov-Smimov test for one sample. The following table shows the results obtained 
when the four main variables (Quality of work life, participation in decision-making, job 
satisfaction, and organisational commitment) were tested for normality of distribution 
using the One-Sample Kolmogorov-Smirnov Test. 
Table (10.2): One-Samnle KolmoLorov-Smirnov Test for Normalitv of Distribution 
Quality of 
Work life 
(Total) 
Participation in 
D/M (Total) 
Job Satisfaction 
(Total) 
Affective 
Comitnitment 
(Total) 
Continuance 
Commitment 
(Total) 
Normative 
Conunitment 
(Total) 
N 1270 1270 1270 1270 1270 1270 
Normal Mean 1.96 2.07 1.91 2.18 2.07 2.17 
Parameters Std. Deviation 1.31 1.15 1.28 1.31 1.23 1.34 
Most Extreme Absolute . 284 . 
242 . 299 . 2(X) . 233 . 200 
Differences Positive . 284 . 
242 . 299 . 2(X) . 233 . 200 
Negative -. 231 -. 176 -. 238 -. 183 -. 191 -. 190 
Kolrnogorov- 
Sntirnov Z I 
10.12 
I 
8.63 
I 
10.65 
I 
7.13 
I 
8.29 
I 
7.11 
Asymp. Sig. 
(2-Tailed) 
I 000 . 000 -000 
- 
1 L-7 
. 
000 Ow 
a. Test distribution is Normal. 
b. Calculated from data. 
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What is of interest here is the last row that shows the Asymptotic Significance 
(Asymp. Sig. ). For all variables, Asymp. Sig. (p < 0.001), which may mean that the null 
hypothesis is rejected with 99% confidence, i. e. the hypothesis which states that the 
distribution is non-nal is rejected and accordingly the research hypothesis which states that 
the distribution is free or not normal is accepted. 
The informal or graphical tests for normality of distribution (Histograms) are 
shown in Appendix Q. 
The previous tests, i. e. Normality tests, are important because it helps to determine 
the tests to be used to analyse the collected data. On the one hand, when the data 
distribution is normal, parametric tests are used, but, on the other hand, when the data 
distribution is free or not normal, it is preferred to use the non-paramctric tests (Ghonairn 
and Sabry, 2000; Kinnear and Gray, 1994). Moreover, parametric tests suit the data that 
meet the following three conditions (Bryman and Cramer, 1999: 117): 
(a) The level or scale of measurement is of equal interval or ratio scaling, i. e. more than 
ordinal; 
(b) The distribution of the population scores is normal; and 
(c) The variances of both variables are equal or homogeneous. 
However, the need to meet these three conditions for using parametric tests has been 
strongly questioned (Bryman and Cramer, 1999). 
Hence, some writers argued that some parametric tests could be used in analysing data that 
are 'distribution free' (Bryman and Cramer, 1999: 117-119). In addition, Ortuzar and 
Willumsen (1994: 58; cited in Hsu, 1998: 252) indicated that any sample size (n) that is ý! 
30 could be considered as normal distribution. Hence, the selection of tests to be used to 
analyse the data collected in this research will depend upon the extent to which the test is 
needed and is expected to help in achieving the research objectives. 
Another criterion that could be used to determine the type of tests to be used is the 
type of measurement scales. There are four types of measurement scales: nominal, ordinal, 
194 
interval and ratio. Nominal scales have no numerical or quantitative properties. An obvious 
example would be the variable of gender. This is called nominal scale because different 
names are assigned to different categories. Even if numbers would be assigned to different 
categories, the numbers would be meaningless, except for identification. Ordinal scales 
allow to rank order people or objects on the variable being measured. The ranking system 
is not a nominal scale because the number of checks is meaningful in terms of a continuum 
of goodness. No particular value is attached to the intervals between the numbers used in 
the rating or ordinal scale. In the interval scale, the difference between the numbers on the 
scale is meaningful. Specifically, the intervals between the numbers are equal in size. The 
zero on any interval scale is only an arbitrary reference point. This means it is not possible 
to form ratios of the numbers used in the interval scales. Finally, ratio scales do have an 
absolute zero point that indicates the absence of the variable being measured. This means, 
with a ratio scale, it is possible to form ratios of the numbers (Cozby, 1981: 233-235). 
A long debate has been made concerning the differentiation between ordinal and 
interval scales. Some social science researchers argued that if the difference between 
answering (Strongly agree, Agree, Neither, Disagree, and Strongly disagree) is assumed to 
be of the same size, then such scale could be treated as interval. If, on the other hand, the 
difference between responses is not assumed to be of equal distance, then the scale should 
be treated as ordinal. When pressed, most researchers will admit that the scale is probably 
only ordinal, that people answering with the higher-numbercd responses are more opposed 
than those answering with the lower-numbercd responses, but that the scale does not tell 
them how much more (Wright, 1997: 6). As two of the scales used in this research are 
treated by their developers as ordinal scales (Participation in decision-making and Job 
satisfaction Scales), all the scales used here are also treated as ordinal scales. 
While parametric tests suit both the interval and ratio measurement scales, non- 
parametric tests suit both nominal and ordinal measurement scales (Ghonairn and Sabry, 
2000: 215; Kinnear and Gray, 1994; and Easterby-Smith et al. 1996). Finally, according to 
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Miller (1991: 245), the non-parametric tests are of special importance since most indexes 
scales are ordinal. In this research the main measurement scales are ordinal, hence non- 
parametric tests seem more suitable to be applied in data analysis. 
Moreover, Levene's test for homogeneity of variance seems to be significant (p 
0.01) for the main variable; quality of work life. According to Bryman and Cramer (1999), 
it is necessary to use non-parametric tests when the Levene's test is significant. 
Since the data were collected from a large number of individuals from different 
companies, the samples or groups are said to be independent, hence the statistical tests that 
are used here suit this condition also. 
It is worth mentioning that, for the curiosity of the researcher, the parametric tests 
have been used to analyse the data collected from the public companies' respondents. The 
results obtained are almost the same as the ones obtained when the non-parametric tests 
were used (see Appendix D). 
Hence, the potential statistical tests to be used in this research are: 
10.6.1. Frequency Distribution and/or Relative Frequency: 
The idea of the frequency distribution is to show the number of cases in each 
category. Frequency answers the question of how many times something occurs (Bryman 
and Cramer, 1999). Frequency distribution is more useful when it is accompanied by the 
proportion of cases contained within each frequency, i. e. its percentage; this is called the 
relative frequency. The relative frequency gives a good indication of the relative 
preponderance of each category in the sample (Bryman and Cramer, 1999). Hence, it is 
preferred to depend on or use the relative frequency. 
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10.6.2. Central Tendency and Dispersion Tests: 
A measure of central tendency gives a single number that describes how entire 
group scores as a whole, or on the average look like (Cozby, 1981: 237-238). The mean is 
one of the most widely used measures of central tendency. It is 'the average score of any 
group on a test' (Kline, 1997: 15). Hence, it is used here to give an indication of what the 
entire group as a whole or on average, on the ownership form level, looks like. Other 
measures of central tendency are the mode and the median. The mode is the most 
frequently occurring score, while the median is the score that divides the group in half- 
50% of the scores are below the median and 50% are above the median (Cozby, 1981: 237- 
238). Although many researchers suggest that when there is an outlying value (extreme 
values) which may distort the mean, the median should be used because it will produce a 
more representative indication of the central tendency of a group of scores or values, still 
the mean is preferred as its vulnerability to distortion as a consequence of extreme values 
is less pronounced when there is a large number of cases (Bryman and Cramer, 1999). The 
mode is infrequently used as it does not use all the values presented in the distribution and 
it is not easy to be interpreted when there is a number of different modes (Bryman and 
Cramer, 1999). 
On the other hand, a measure of dispersion shows how widely spread a distribution 
is (Kline, 1997). The standard deviation is one of the most widely used measures of 
dispersion. It is defined as a measure of the average amount of deviation from the mean 
(Bryman and Cramer, 1999). It reflects the degree to which the values in a distribution 
differ from the mean. Hence, to easily determine its meaning, the standard deviation and 
the mean are usually presented together (Bryman and Cramer, 1999). 
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10.6.3. Correlation Tests: 
It seems that the nature of the hypotheses to be tested for its truth or falsity is the 
decisive factor in deciding upon the statistical tests to be used. Moreover, it could be 
noticed that the hypotheses stated in this research are correlational in nature; i. e. they are 
stated so as to examine whether or not there is a correlation between the four main 
variables: QWL, participation in decision-making, job satisfaction, and organisational 
commitment. Accordingly, the main tests to be used in this research to test its research 
hypotheses are the correlation tests. 
Correlation is defined as a measure of the degree of agreement between two sets of 
scores from the same individuals (Kline, 1997). The correlation between two variables 
ranges from +1 to -1. +1 means a perfect positive agreement or correlation between the 
two variables, while, on the other hand, -1 indicates a perfect negative disagreement 
between the two variables. Moreover, a correlation of 0 (zero) indicates a complete 
absence of the correlation between the two variables (Bryman and Cramer, 1999). Hence, 
it could be inferred that the closer the correlation coefficient (rho) is to I (whatever the 
sign is + or -), the stronger the correlation or relationship between the two variables. The 
nearer the correlation coefficient is to zero the weaker the correlation between the two 
variables (Bryman and Cramer, 1999). Hence, it could be stated clearly that, the correlation 
between two variables indicates both the direction and the strength of relationship between 
those variables. Although there are no definitive guidelines based on it one could judge the 
strength of correlation between two variables, the following guidelines are commonly 
accepted and will be applied in this research: 0.25 and below indicates a weak correlation; 
above 0.25 and below 0.50 indicates a moderate correlation; above 0.50 and below 0.75 
indicates strong correlation; and from 0.75 and above indicates a very strong correlation 
between the two variables (Hair et al. 1995). 
Different tests are available to test the strength of correlation between two 
variables. The nature of data measurement as well as the nature of the relationship between 
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the two variables largely determine the appropriateness of one test over the other. When 
the variables tested are at the interval level and the relationship between them is linear, 
Pearson's (r) is relevant and recommended (Bryman and Cramer, 1999). On the other 
hand, when the variables are at the ordinal level, two other tests are available: Spearman's 
rho and Kendall's tau-b. As the former is the most widely used test (Bryman and Cramer, 
1999), it is used in this research. 
In this research, there are four main variables: 
1. The employees' perceptions of their quality of work life (QWL). 
2. The employees' perceptions of the degree of participation in decision-making available 
to them. 
3. The employees' perceptions of their level of job satisfaction. 
4. The employees' perceptions of their level of organisational commitment; in terms of: 
4.1 Affective commitment. 
4.2 Continuance commitment. 
4.3 Normative commitment. 
In addition, correlation between two variables could be partial. Partial correlation 
helps to examine the relationship between two variables while holding one other or more 
variables controlled or constant (Bryman and Cramer, 1999). Bryman and Cramer (1999) 
added that there are three possible results of the partial correlation test: 
(a) The correlation between the two variables is unaffected by the third variable when it is 
controlled. 
(b) The correlation between the two variables is totally affected by the third variable when 
it is held constant. In this case, the correlation between the two variables will be zero 
when the third variable is held constant. 
(c) The correlation between the two variables is partially affected by the third variable 
when it is held constant. In such a case, the partial correlation coefficient between the 
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two variables will be lower when the third variable is held constant than when it is not 
controlled. 
It is worth mentioning here that the fourth hypothesis (which states: 'In Egypt, 
there is a significant relationship between the ownership form and the employees' 
perceptions of their quality of work life in the pharmaceutical companies'), will be tested 
in the fourth study (Chapter 14), in which a comparison will be made among the three 
different ownership forrns of the pharmaceutical companies in Egypt. 
10.6.4. Variation (Exploiing Differences) Tests: 
As some types of correlation might not be discovered by using the correlation tests, 
such as the exponential correlation (Wonnacott and Wonnacott, 1990), it is preferred to use 
one or more other techniques to test for the presence or absence of a significant 
relationship between the concerned variables. The tests that analYse the variances between 
variables are used in this case. Again, it is preferred to use those tests that suit the nature of 
the data distribution and the nature of the measurement scales used in this research. Hence, 
non-parametric tests for exploring the differences among the targeted groups are used. 
In addition, as it might be useful to examine whether or not the employees' 
perceptions of their quality of work life differ from one group to another, in terms of some 
of the demographic characteristics of the respondents, some tests that aim to explore such 
differences, if exist, are used in this research. Moreover, the concern here is not only to 
examine whether or not there is a difference between two groups (gender, for example) or 
more (age, for example) on one variable QWQ, but also to examine whether this 
difference, if exists, is significant or not. Mann-Whitney U test and Kruskal-Wallis H test, 
or as it is sometimes called One-way Analysis of Variance by ranks (ANOVA) (Mason et 
al. 1999: 558), will be used in this research to explore the differences that might exist 
between two groups or more on the QWL variable. These tests are equivalent to Mcst and 
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F-test (ANOVA), but they are used when the data are freely distributed and the 
measurement scale is ordinal (Bryman and Cramer, 1999 and Kinnear and Gray, 1994). 
Fina]]Y, the Statistical Package for Social Sciences (SPSS) programme is used, as it 
is one of the most widely used statistical programmes. It is a large-scale and general- 
purpose statistical package. It is capable of handling large data sets and the range of 
diagnostic tests and statistical procedures it contains is extensive (Fleming and Nellis, 
1996: 251). 
10.7. FACTOR ANALYSIS: 
To explore the data collected more, it might be useful to conduct what is called 
Exploratory Factor Analysis. Two tests were conducted to test whether or not it is 
appropriate to use factor analysis on the data collected in this research. The first is Kaiser- 
Meyer-Olkin (KMO) measure of sampling adequacy. According to flair et al. (1995: 374) 
the measure of sampling adequacy can be interpreted with the following guidelines: (0.90) 
or above, marvellous (wonderful); (0.80) or above, meritorious (praiseworthy); (0.70) or 
above, middling; (0.60) or above, mediocre; (0.50) or above, miserable; and below (0.50), 
unacceptable. The second test is the Bartlett test of sphericity. Bartlett test tests the 
presence of correlation among the variables and provides the statistical probability that the 
correlation matrix has significant correlation among at least some of the variables (flair et 
al. 1995: 374). 
In this research, KMO has reached a markedly high level of (0.98) and the Bartlett 
test is significant (p < 0.01), which may mean that both tests showed that it was appropriate 
to factor-analyse the data collected in this research. 
Factor analysis, in general, addresses the problem of analYsing the structure of the 
correlation(s) between a large number of variables by defining a set of common underlying 
dimensions, known as factors (Hair et A 1995). It is essentially a technique for 
surnmarising information - for making broad generalisations from the detailed sets of data 
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(Cooper, 1998: 225). It helps identify the separate dimensions of the structure as well as 
determine the extent to which each variable is explained by each dimension. Its two 
primary uses are data summarisation and reduction. In summarising the data, factor 
analysis derives underlying dimensions that, when interpreted and understood, describe the 
data in a much smaller number of items than the original individual variables. Data 
reduction can be achieved by calculating scores for each underlying dimensions and 
substituting them for the original variables (Hair et aL 1995). Exploratory factor analysis 
helps examining the relationships between various variables (Bryman and Cramer, 1999), 
or as argued by Kline (1997), it aims to discover the main constructs or dimensions. In 
sum, according to Cooper (1998) Exploratory Factor Analysis does two things: (1) it shows 
how many distinct psychological constructs (factors) are measured by a set of variables 
and (2) it shows which variables measure which constructs. Bryman and Cramer (1999) 
added that if there are no significant correlations between the items used in measuring 
different variables, it would be worthless to conduct a factor analysis. 
It is worth noting that when variables are at the ordinal level, two prominent 
methods for examining the relationship between pairs of ordinal variables are available - 
Spearman's rho and Kendall's tau_b. As the former is more commonly used in reporting 
research findings (Bryman and Cramer, 1999: 186-188), it is used in this research also. 
9 The correlation coefficients (for the whole sample, 1270 cases) between the 
employees' perceptions of their quality of work life and their pcrccptions of the degree 
of participation in decision-making available to them, their perceptions of their level of 
job satisfaction, and their perceptions of their level of affective, continuance, and 
normative commitment are (0.80), (0.76), (0.64), (0.64), and (0.65) respectively. All 
the correlation coefficients are significant at the (0.01) level. 
The correlation coefficients (for the whole sample, 1270 cases) between the 
employees' perceptions of the degree of participation in decision-making available to 
them and their perceptions of their level of job satisfaction, and their perceptions of 
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their level of affective, continuance, and normative commitment are (0.90), (0.73), 
(0.72), and (0.73) respectively. All the correlation coefficients are significant at the 
(0.01) level. 
9 The correlation coefficients (for the whole sample, 1270 cases) between the 
employees' perceptions of their level of job satisfaction, and their perceptions of their 
level of affective, continuance, and normative commitment are (0.74), (0.74), and 
(0.75) respectively. All the correlation coefficients are significant at the (0.01) level. 
After factor analysing the collected data, using one of the most commonly used 
forms of factor analysis; Principal Componcnt Analysis, it could bc noticcd that thcrc are 
four main constructs or factors, and those constructs account for about 83% of the total 
variance among the variables. Those factors or constructs were selected based on the 
Latent Root Criterion. This is the most commonly used technique to define the number of 
factors to be retained. Latent Root Criterion states that only the factors that have latent 
roots or eigenvalues >I are considered significant; hence they will be retained (flair et al. 
1995: 376-377; and Bryman and Cramer, 1999: 276-277). Another method that could be 
used to determine the constructs to be retained was developed by Cattell (1966) and is 
called the Scree test or the graphical test (Bryman and Cramer, 1999: 277). Scree test is 
criticised because of its subjectivity (Kline, 1997: 75; Cooper, 1998: 239). Hence, it was 
preferred, in this research, to use the first test; Latent Root Criterion. 
The following table shows the first four constructs and the amount of variance 
explained by each one using the Latent Root Criterion test. 
Tnhh- t in -; i. Mnin rnnstructs and Exnlained V. -iriance 
Initial Eigenvalucs 
Component Total % of Variance Cumulative % 
1 41.171 70.985 70.985 
2 4.290 7.397 78.382 
3 1.537 2.651 81.033 
4 1.245 2.146 83.179 
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It could be noticed from table (10.3) that the first two constructs account for the 
largest proportion of variance (78.382%). This is why when the factors were rotated, two 
factors were extracted only. A number of methods have been developed to rotate the 
factors. According to Bryman and Cramer (1999), the two most commonly used are 
Orthogonal rotation and Oblique rotation. As the former produces factors that arc unrelated 
to or independent of one another, it was preferred, in this research, to use the latter method 
that produces factors that are related or dependent of one another. Oblique rotation 
provides three main factor matrices (Bryman and Cramer, 1999: 280-281). The first matrix 
is the Factor Pattern Matrix that has loadings representing the unique contribution of each 
variable to the factor. The second matrix is the Factor Structure Matrix, which represents 
the correlation between variables and factors. The third matrix is the Component 
Correlation Matrix, which represents the correlation(s) between the factors. According to 
Hair et al. (1995) most factor analysts depend on the factor pattern matrix in reporting the 
results. 
The resulting factor pattern matrix, in this research, showed that there are two factors only 
on which all the scales' items are loaded. The first factor is labelled 'Organisation 
Wellbeing', and the second factor is labelled 'Attachment. All the items used to assess the 
quality of work life, participation in decision-making, and job satisfaction load on the first 
factor; 'Organisation Wellbeing', while all the affective, continuance, and normative 
commitment items load on the second factor; 'Attachment'. This could be due to the 
expected relationship between the first three variables (quality of work life, participation in 
decision-making, and job satisfaction), as it is expected that those three variables are 
positively and strongly correlated to each other. On the other hand, the employees' 
perceptions of their level of organisational commitment (affcctivc, continuance and 
normative) is hypothesised to be correlated partially or indirectly with their perceptions of 
their QWL. 
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The following table shows the Factor Pattern Matrix. Fortunately, there is no cross loading 
between the two main factors. According to Kline (1997), factor loadings of (0.3) or larger 
are regarded as significant when the sample size is ý: 100 subjects. Hence, all factor 
loadings that are less than (0.3) were suppressed from the factor pattern matrix. 
Table (10.4): Factor Pattern Matrix 
Com X)ncnt 
1 2 
Quality of work life 1 . 92 Quality of work life 2 . 90 Quality of work life 3 . IX) 
. 
Quality of work life 4 . 86 Quality of work life 5 . 90 Quality of work life 6 . 93 Quality of work life 7 . 90 Quality of work life 8 . 90 Quality of work life 9 . 88 Quality of work life 10 . 80 Quality of work life 11 . 80 1 Quality of work life 12 . 87 Quality of work life 13 . 90 Quality of work life 14 . 78 Quality of work life 15 . 93 Quality of work life 16 . 91 Quality of work life 17 . 92 Participation in D/M 18 . 91 Participation in D/M 19 . 80 Participation in D/M 20 . 81 Participation in D/M 21 . 80 Participation in D/M 22 . 73 Job satisfaction 23 . 89 Job satisfaction 24 . 98 Job satisfaction 25 . 93 Job satisfaction 26 . 87 Job satisfaction 27 . 94 
Job satisfaction 28 . 94 
Job satisfaction 29 . 87 Job satisfaction 30 . 91 1 Job satisfaction 31 . 81 Job satisfaction 32 . OX) Job satisfaction 33 . 91 Job satisfaction 34 . 98 Job satisfaction 35 . 92 Job satisfaction 36 . 90 Job satisfaction 37 . 83 Job satisfaction 38 . 81 Job satisfaction 39 . 96 Job satisfaction 40 . 97 Affective Commitment 41 1 . 87 Affective Commitment 42 . 86 Affective Commitment 43 . 82 Affective Commitment 44 . 75 
Affective Commitment 45 . 80 
Affective Commitment 46 . 87 Continuance Commitment 47 . 81 Continuance Commitment 48 . 76 
Continuance Commitment 49 1 . 81 Continuance Commitment 50 . 91 Continuance Commitment 51 . 64 Continuance Commitmen(52 . 74 
Normative Commitment 53 . 74 Normative Commitment 54 . 85 Normative Commitment 55 . 92 Normative Commitment 56 . 93 Normative Commitment 57 . 96 Normative Commitment 58 __ . 91 
Extraction Method: Principal Component Analysis. 
Rotation Method: Oblimin with Kaiser Normalisation. 
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What is of interest here, also, is the Component Correlation Matrix, which shows 
the size or the strength of the correlation between the two main constructs or factors. The 
Component Correlation Matrix (table 10.5) shows that the correlation between the two 
factors is (0.75), which may mcan that thcrc is a considcrably strong or high corrclation 
between thern. 
Tnhh- i in IS)- Thn rnmnnnent rnrTelatinn Matrix 
Component 1 2 
1 1.00 0.75 
2 0.75 1.00 
Extraction Method: Principal Component Analysis. 
Rotation Method: Oblimin with Kaiser Normalisation. 
It is worth mentioning that when factor analysis was conducted on the data 
collcctcd from each ownership forrn separately, the factors extracted did not appear to 
provide a useful classification of the data. Hence, it was decided that the results of the 
analysis were questionable and the factors extracted were unlikely to provide useful 
categories for analysis. 
10.8. SUMMARY: 
The data obtained in this research have been collected from three different 
ownership forms in the pharmaceutical industry in Egypt. Hence, the data collected from 
each ownership form will be analysed separately, and then a comparison between the three 
ownership forrns will be conducted in terms of the employees' perceptions of their QWL. 
The reliability of the scales that have been used in data collection has been calculated using 
the coefficient Alpha. Scale's reliability refers to its consistency (Brayman and Cramer, 
1999). All reliability tests show that the scales used in this research are highly reliable. In 
addition, the inter-item correlations have been also calculated for each scale to assess the 
extent to which the items used in measuring one variable are correlated. All the inter-itcm 
correlations show that each scale's items are strongly correlated. 
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Two criteria have been used to decide upon the tests to be used in data analysis. 
The first is the type of data distribution and the second is the type of measurement scale. 
When tested for normality of distribution using formal and graphical or informal tests, the 
data collected in this research seem to be freely distributed. In addition, the measurement 
scales that have been used in data collection have been treated as ordinal scales. Hence, 
non-parametric tests will be used to analyse the data. Tests are either parametric or non- 
parametric. While parametric tests make many assumptions about the nature of the 
population from which the scores were drawn, non-paramctric tests do not make rigid 
assumptions about the nature of the population from which the scores were drawn (Miller, 
1991). Spearman's rho, as a measure of correlation, will be used to test the potential 
correlation between the variables that have been investigated in this research. In addition, 
as some types of correlation might not be discovered using correlation tests, such as the 
exponential correlation (Wonnacott and Wonnacott, 1990), other tests will be used to 
further test the research hypotheses. 
To test whether or not the employees' perceptions of their QWL differ in relation to 
some of the demographic features of the sample, Mann-Whitney U test and Kruskal-Wallis 
H test wi II be used. 
Finally, two tests have been used to determine whether or not the data collected 
could be factor analysed. Both tests, KMO and Bartlett, show that it was appropriate to 
factor analyse the data collected in this research. The data collected from the whole sample 
(1270 case) have been factor analysed to show how many factors or constructs are 
measured by a set of variables and which variables measure which constructs (Cooper, 
1998). When factor analysis was conducted on the data collected from each ownership 
forrn separately, the factors extracted did not appear to provide a useful classification of 
the data. Hence, it was decided that the results of the analysis were questionable and the 
factors extracted were unlikely to provide useful categories for analysis. 
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In the following chapter, the data collected from the employees in the public 
pharmaceutical companies in Egypt will be analysed and the results will be discussed. 
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CHAPTER ELEVEN 
STUDY 
QWL IN THE PUBLIC PHARMACEUTICAL 
COMPANIES 
IN EGYPT 
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11.1. INTRODUCTION: 
In Egypt, public companies are those companies that are fully owned and managed 
by the Egyptian government. Due to the Egyptian Privatisation Programme adopted by the 
Egyptian government since 1991, some individuals may be permitted to have or own some 
shares in some of those companies, but still the Egyptian government owns the largest 
proportion or the largest number of shares (at least 60% or more) (Kompass Egypt 
Yearbook, 1998/99). Some of the features that characterise the Egyptian public companies, 
in general, were discussed in chapter eight of this research. 
In this chapter the first three research hypotheses are tested in the public 
pharmaceutical companies in Egypt. The fourth hypothesis is only applicable to the 
comparative study, as it aims to test whether or not there is a significant relationship 
between the ownership form of the company and the employees' perceptions of their 
quality of work life. 
In the first section of this chapter the reliability (Alpha) of the different scales used 
to collect data is tested in the public pharmaceutical companies in Egypt. Then some 
descriptive statistics are shown to summarise the collected data and to describe the sample 
from which those data were collected. Such descriptive statistics include the relative 
frequency. 
Moreover, some measures of central tendency, such as the mean, the median, and 
the mode, and the standard deviation, as a measure of dispersion are used. 
In addition, different tests were used to cxamine the presence or absence of a 
correlation and/or difference between the main variables investigated in each hypothesis. 
The tests used here include the Spearman's rho coefficient, Chi - Square test, Kruskal- 
Wallis H test, and Mann-Whitney U test. 
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11.2. RELIABILITY TESTS: 
The outcomes of the reliability tests (coefficient alpha) for each scale used in this 
research on the publicly owned pharmaceutical companies in Egypt are shown in the 
following table together with the inter-item correlation (the minimum and maximum). 
Tnhli-- (I I I)- Rrnh-q Relinhilitv and Tntpr-Ttem rn"t-Intinn Mjhfir rnmn. inii-O 
Scale Coefficient Inter-Item Correlation 
Alpha Minimum Maximum 
QWL (17-item) scale 0.93 0.09 0.92 
Participation in decision-making (5-item) scale 0.85 0.27 0.77 
Job Satisfaction (18-item) scale 0.96 0.33 0.88 
Affective commitment (6-item) scale 0.87 0.41 0.74 
Continuance commitment (6-item) scale 0.84 0.21 0.64 
Normative commitment (6-item) scale 0.91 0.40 0.86 
Comments on table (11. D: 
The coefficient alpha for all the scales seems very high. 
QWL (17-itern. scale): The inter-item correlation ranges from (0.09) to (0.92). 
Hence, it could be inferred that the 17 items tend to measure the same idea or variable 
which is the employees' perceptions of their QWL. 
Participation in decision-making (5-itern scale): The inter-item correlation ranges 
from (0.27) to (0.77). Which may mean that the five items used in measuring the 
employees' perceptions of the degree of participation in decision-making available to them 
seem to measure the same variable or idea; which is the employees' perceptions of the 
degree of participation in decision-making available to them. 
Job Satisfaction (18-item scale): The inter-item correlation shows that there is a 
correlation among the 18 items used in measuring the employees' perceptions of their level 
of job satisfaction, as the lowest correlation reported is (0.33) and the highest one is (0.88). 
Hence, it could be inferred that the 18 items seem to measure the same variable or idea; 
which is the employees' perceptions of their level of job satisfaction. 
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Affective Commitment (6-item scale): The inter-item correlation shows that the six 
items are correlated. The correlation ranges from (0.41) to (0.74). Hence, it could be 
inferred that the six items tend to measure the same idea or variable; which is the 
employees' perceptions of their level of affective commitment. 
Continuance Commitment (6-itern scale): The inter-itcrn correlation shows that the 
six items are correlated. The correlation ranges from (0.21) to (0.64). Hence, it could be 
inferred that the six items tend to measure the same idea or variable; which is the 
employees' perceptions of their level of continuance commitment. 
Non-native Commitment (6-item scale): The inter-item correlation shows that the 
six items are correlated. The correlation ranges from (0.40) to (0.86). Hence, it could be 
inferred that the six items tend to measure the same idea or variable; which is the 
employees' perceptions of their level of normative commitment. 
11.3. SOME DESCRIPTIVE STATISTICS (Summarising Data): 
11.3.1. Sample Feature 
11.3.1.1. Job Nature: 
fII ')I- Q-nlincr rl; rtr; hiit; nn hv inh natime tPuhlic rnrnnanieql 
Job Nature Frequency Valid Percent 
Managerial 59 6.6 
Non-managerial 830 93.4 
Total 889 100.0 
! p- - 
11.3.1.2. Years in the com any. 
, r-%. I- fI1 11%. C-I: - A; ýt-h, o; nn I%u %/e-qrc in tht-- rnmn. qnv Mihlio rnmn., knieql 
Years in the company Frequency Valid Percent 
Less than I year 16 1.8 
From I to 3 years 32 3.6 
From 4 to 6 years 409 46.0 
From 7 to 10 years 297 33.4 
Over 10 years 135 15.2 
Total 889 100.0 
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11.3.1.3. Years in the job: 
Table H 1.4): SanlDline distribution bv vears in the iob (Public Comr)anies) 
Years in the job Frequency Valid Percent 
Less than I year 53 6.0 
From I to 3 years 430 54.3 
From 4 to 6 years 307 34.5 
From 7 to 10 years 12 1.3 
Over 10 years 87 9.8 
Total 889 100.0 
11.3.1.4. Gender: 
TnhIp NI il- R., imnling dictribution bv eender (Public Comoaniesl 
Gender Frequency Valid Percent 
Male 567 63.8 
Female 322 36.2 
Total 889 100.0 
11.3.1.5. Marital Status: 
Tnklp (I 1 61- Rnmnlino, diorihution bv marital statui (Public Comnaniesl 
Marital Status Frequency Valid Percent 
Single 74 8.3 
Married 463 52.1 
Married & have children 352 39.6 
Total 889 100.0 
11.3.1.6. Aize: 
TnhIp. N 171- Samnling distribution bv aae (Public Comr)anies) 
Age Frequency Valid Percent 
From 21 to 30 years old 191 21.5 
From 31 to 40 years old 346 38.9 
From 41 to 50 years old 212 23.8 
From 51 to 60 years old 140 15.7 
Total 889 100.0 
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11.3.2. The Relative Frequency: 
As the main concern in this research is the employees' perceptions of their quality 
of work life QWL), the relative frequency and the net agree value (the percentage in 
agreement minus the percentage in disagreement) for the 17 items of QWL are shown in 
table (11.8). It is worth mentioning here that questions or items number 4,9,11,13,14,16, 
and 17 are negatively phrased and, accordingly, they are reverse coded (for more details, 
see Chapter Nine: Research Methodology). The relative frequency tables for other 
variables are shown in Appendix E). 
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Table (11.8) shows that the majority of employees surveyed in the public 
pharmaceutical companies in Egypt may lack the QWL criteria that might help them feel 
that they are treated by their companies as assets to be realised and developed rather than 
as costs to be reduced or controlled. For example, they perceive that their health and 
wellbeing are not taken seriously by their organisation. In addition, they do not feel 
secured at work as they have indicated that their organisation will not provide them with a 
secure job for the foreseeable future. In sum, the employees surveyed in the public 
phan-naceutical companies in Egypt perceive their QWL as poor or bad. 
11.3.3. The Central Tendency and the Dispersion Tcsts: 
The following table shows the mean, the median, and the mode, as measures of 
central tendency, and the standard deviation, as a measure of dispersion, for the (889) cases 
surveyed in the public pharmaceutical companies in Egypt. 
fI1 01- rpntrnl Tpndt-nrvqnrl T)i. qner--zinn Te%tq tPuhlin rnrnn., inie-z) 
N (Number of cases) Valid 889 
Missing 0 
Mean 1.28 
Median 1.12 
Mode 1.00 
Standard Deviation 0.47 
It appears from table (11.9) that the sample mean, the median, and the mode tend 
considerably toward the lowest score of QWL (1.0), and the standard deviation is too 
small, which may mean that the dispersion among the surveyed employees' perceptions of 
their quality of work life is too small. 
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11.4. TESTING the HYPOTHESES and EMPIRICAL FINDINGS: 
11.4.1. The first hypothesis: 
The first hypothesis in this research states that 'There is a significant positive 
relationship between the employees' perceptions of the degree of participation in decision- 
making available to them and their perceptions of their quality of work life'. 
In this hypothesis, it is expected that employees who are permitted to participate in 
making decisions that affect their job, in particular, and their company's overall 
performance, in general, may positively perceive their quality of work life, and the reverse 
is true. This may help in determining the independent and the dependent variables. The 
employees' perceptions of the degree of participation in decision-making available to them 
are seen as the independent variable, while the employees' perceptions of their quality of 
work life are thought of as the dependent variable. The independent variable is the variable 
that has an impact on the dependent variable (Bryman and Cramer, 1999). 
In the following table the correlation coefficient, using Spearman's rho between the 
employees' perceptions of the degree of participation in decision-making available to them 
and their perceptions of their quality of work life is shown together with its level of 
significance. 
Tnhh-. 111 rhn- Particination and OWL (Public Comnanies. 1 
Degree of Participation in Decision-Making 
Employees' Perceptions of their 
Quality of Work Life 
rho 0.59** 
Significance level . 000 
** Correlation is significant at the U. UI level (1-tailecl). 
If the correlation coefficient, shown in table (11.10), is interpreted based on the 
common guidelines accepted by many specialists and mentioned here before in this 
research (see Chapter Ten: Introduction to Data Analysis), it could be noticed that: 
9 There is a strong positive correlation (0.59) between the employees' perceptions of the 
degree of participation in decision-making available to them and their perceptions of 
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their quality of work life in the public pharmaceutical companies in Egypt, and this 
correlation is significant at the 0.01 level (p < 0.00 1). 
Moreover, as there is no hard-and-fast distinction between the exploration of 
differences and of relationships (Bryman and Cramer, 1999: 164), another test will be used 
to further test the first hypothesis. This test is called Kruskal-Wallis H test. This test is used 
instead of the ANOVA (Analysis of Variance) when the data are freely distributed or when 
the level of measurement is ordinal, as in such a case ANOVA test is not suitable (Kinnear 
and Gray, 1994: 104 and Mason et al. 1999: 558). Kruskal-Wallis If test will be used to 
help further testing the first hypothesis. 
(I I-I I)- Tf-, -t ýqt. ltiýcticýq 
a, b: Particination and OWL (Public Comnaniesl 
QWL (Total) 
Chi-Square 337.06 
df 3 
Asymp. Sig. 0.000 
a. Krukal-Wallis Test 
b. Grouping Variable: Participation in Decision-Making (Total) 
Table (11.11) shows that there is a significant positive relationship between the 
employees' perceptions of the degree of participation in decision-making available to them 
and their perceptions of their quality of work life (p < 0.001). 
Hence, it could be inferred that the first research hypothesis is true in the public 
phan-naceutical companies in Egypt. 
11.4.2. The second hypothesis: 
The second hypothesis states that 'There is a significant positive relationship 
between the employees' perceptions of their quality of work life and their perceptions of 
their level of job satisfaction'. 
In this hypothesis, it is expected that employees' perceptions of their quality of 
work life may positively affect their perceptions of their level of job satisfaction. This 
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means that the employees' perceptions of their quality of work life, in this hypothesis, are 
the independent variable and the employees' perceptions of their level of job satisfaction 
are the dependent variable. 
In the following table the correlation coefficient, using Spearman's rho, between 
the employees' perceptions of their quality of work life and their perceptions of their level 
of job satisfaction is shown together with its level of significance. 
Tnhli- (1 1-1l)- qne,. irm., in'. q rho- OWL and Joh satkfaction (Puhlic rnmnanie. q) 
Job Satisfaction (Total) 
Employees' Perceptions of their Quality of 
Work Life (Total) 
rho 0.46** 
Significance level 0.000 
** Correlation is significant at the U-UI level (1-tailcLI). 
It could be noticed from table (11.12) that: 
* There is a modest positive correlation (0.46) between the employees' perceptions of 
their quality of work life and their perceptions of their level of job satisfaction in the 
public pharmaceutical companies in Egypt, and this correlation is significant at the 0.01 
level (p < 0.00 1). 
When Kruskal-Wallis H test is used to help further testing the second hypothesis, 
the following table is produced: 
'rýW. fll IIV T-t Zt,, kt;,. --h- OWT. and Inh Snti-qfnctinn (Pnhlio rnrnnanie-) 
Job Satisfaction (Total) 
Chi-Square 75.83 
df 3 
Asymp. Sig. 0.000 
a. Kruskal-Wallis Test 
b. Grouping Variable: QWL (Total) 
Table (11.13) shows that there is a significant positive relationship between the 
employees' perceptions of their quality of work life and their perceptions of their level of 
job satisfaction (p< 0.001). 
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Hence, it could be inferred that the second research hypothesis is true in the public 
pharmaceutical companies in Egypt. 
11.4.3. The third hypothesis: 
The third hypothesis states that 'There is a significant positive partial relationship 
between the employees' perceptions of their quality of work life and their perceptions of 
their level of affective, continuance, and normative commitment through affecting their 
perceptions of their level of job satisfaction'. 
In this hypothesis, it is expected that employees' perceptions of their quality of 
work life may positively affect their perceptions of their level of affective, continuance and 
normative commitment, partially or indirectly through affecting their perceptions of their 
level of job satisfaction. This may mean, the employees' perceptions of their level of job 
satisfaction may have a mediating role in the relationship between the employees' 
perceptions of their quality of work life and their perceptions of their level of affective, 
continuance and normative commitment. Hence, the employees' perceptions of their 
quality of work life, in this hypothesis, are the independent variable and their perceptions 
of their level of affective, continuance and normative commitment are the dependent 
variable. 
But the relationship or correlation is expected to be partial or indirect, so another 
analysis called partial correlation will be conducted to examine the effect of the 
employees' perceptions of their level of job satisfaction on the relationship between the 
employees' perceptions of their quality of work life and their perceptions of their levcl of 
affective, continuance and normative commitment. 
So the first step in testing the third hypothesis is to examine whether or not there is 
a significant positive relationship between the employees' pcrceptions of their quality of 
work life and their perceptions of their level of affective, continuance and normative 
commitment. In the following table the correlation coefficient, using Spearman's rho, 
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between the employees' perceptions of their quality of work life and their perceptions of 
their level of affective, continuance, and normative commitment is shown together with its 
level of significance. 
Table (11.14): Spearman's rho: QWL and Affective, Continuance, and Normative Commitment 
(Public Comnanies) 
Affective Continuance Normative 
Commitment Comn-dtmcnt Conu-rdtment 
Employees' Perceptions of rho 0.35** 0.32** 0.37** 
their Quality of Work Life 
Significance level . 000 Ow Ow 
** Correlation is significant at the U. UI level (1-tailed). 
It could be noticed from table (11.14) that: 
* There is a modest positive correlation (0.35) between the employees' perceptions of 
their quality of work life and their perceptions of their level of affective commitment in 
the public phan-naceutical companies in Egypt, and this correlation is significant at the 
0.0 1 level (p < 0.00 1). 
* There is a modest positive correlation (0.32) between the employees' perceptions of 
their quality of work life and their perceptions of their level of continuance 
commitment in the public pharmaceutical companies in Egypt, and this correlation is 
significant at the 0.01 level (p < 0.00 1). 
* There is a modest positive correlation (0.37) between the employees' perceptions of 
their quality of work life and their perceptions of their level of normative commitment 
in the public pharmaceutical companies in Egypt, and this correlation is significant at 
the 0.0 1 level (p < 0.00 1). 
When Kruskal-Wallis H test is used to help further testing the relationship between 
QWL and affective, continuance and normative commitment, the following tables are 
produced: 
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. tic, a. 
b. ()W Table (11.15)- Teqtqtntic T. :.., i Aff,., ti-,,. - (P., hl;, rmmin; o-cl 
Affective Commitment (Total) 
Chi-Square 15.02 
df 3 
Asymp. Sig. 0.002 
a. Kruskal-Wallis Test 
b. Grouping Variable: QWL (Total) 
Table (11.15) shows that there is a significant positive relationship between the 
employees' perceptions of their quality of work life and their perceptions of their level of 
affective commitment (p < 0.0 1). 
Table H 1.16): Test Statistics 'b: OWL and Continuance Commitment (Public Comnaniesl 
Continuance Commitment (Total) 
Chi-Square 5.89 
df 3 
Asymp. Sig. 
1 
0.04 
a. Kruskal-Wallis Test 
b. Grouping Variable: QWL (Total) 
Table (11.16) shows that there is a significant positive relationship between the 
employees' perceptions of their quality of work life and their perceptions of their level of 
continuance commitment (p < 0.05). 
Tnhli-- f 11 17)- Tpýt. qt,, u. i_ 'tirq a. 
b. nWT. and Normative Commitment (Public rnmnanie. q) 
Normative Commitment (Total) 
Chi-Square 10.21 
df 3 
Asymp. Sig. 0.017 
a. Kruskal-Wallis Test 
b. Grouping Variable: QWL (Total) 
Table (11.17) shows that there is a significant positive relationship between the 
employees' perceptions of their quality of work life and their perceptions of their level of 
non-native commitment (p < 0.05). 
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It is also logical to test for the presence or absence of a relationship and/or 
difference between the employees' perceptions of their level of job satisfaction and their 
perceptions of their level of affective, continuance, and normative commitment. 
In the following table the coffelation coefficient, using Speannan's rho, between 
the employees' perceptions of their level of job satisfaction and their perceptions of their 
level of affective, continuance, and normative commitment is shown together with its level 
of significance. 
Table (11.18): Spearman's rho: Job Satisfaction and Affective, Continuance, and Normative Commitment 
(Public Comnanies) 
Affective 
Commitment 
Continuance 
Commitment 
Normative 
Commitment 
Job Satisfaction rho 0.57** 0.56** 0.61 ** 
Significance level 
I . 
000 . 000 I . 
000 
I 
** Correlation is signiticant at the U. uI level (i-tanea). 
It could be noticed from table (11.18) that: 
* There is a strong positive correlation (0.57) between the employees' perceptions of 
their level of job satisfaction and their perceptions of their level of affective 
commitment in the public pharmaceutical companies in Egypt, and this correlation is 
significant at the 0.0 1 level (p < 0.00 1). 
o There is a strong positive correlation (0.56) between the employees' perceptions of 
their level of job satisfaction and their perceptions of their level of continuance 
commitment in the public pharmaceutical companies in Egypt, and this correlation is 
significant at the 0.01 level (p < 0.001). 
* There is a strong positive correlation (0.61) between the employees' perceptions of 
their level of job satisfaction and their perceptions of their level of normative 
commitment in the public pharmaceutical companies in Egypt, and this correlation is 
significant at the 0.0 1 level (p < 0.00 1). 
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The following tables show the Kruskal-Wallis H test when conducted to explore the 
difference between the employees' perceptions of their level of job satisfaction and their 
perceptions of their level of affective, continuance, and normative commitment, 
respectively. 
Table( 11.19)- Test Statistics 'b: Job Satisfaction and Affective Commitment (Public Comnanies) 
Affective Commitment (Total) 
Chi-Square 82.22 
df 3 
Asymp. Sig. 0.000 
a. Kruskal-Wallis Test 
b. Grouping Variable: Job Satisfaction (Total) 
Table (11.19) shows that there is a significant positive relationship between the 
employees' perceptions of their level of job satisfaction and their perceptions of their level 
of affective commitment (p < 0.001). 
qrýkj. ,II )AN. 7_, a. b- Tnl% 'Znt; cf., krt; nn nnei rnntinwinrt, rnrnrnitmi-nf (PAlir rnmnnn; &0 
Continuance Commitment (Total) 
Chi-Square 72.84 
df 3 
Asymp. Sig. 0.000 
a. Kruskal-WallisTest 
b. Grouping Variable: Job Satisfaction (Total) 
Table (11.20) shows that there is a significant positive relationship between the 
employees' perceptions of their level of job satisfaction and their perceptions of their level 
of continuance commitment (p < 0.001). 
,II, IN. r_t Zt, t; ýt; _ a. 
b- Wi 4Z. -nt; -f. -irtinn qncl Nnrmative 
rnmmitment (Puhlic Cnmnnnieql 
Normative Commitment (Total) 
Chi-Square 85.15 
df 3 
Asymp. Sig. 0.000 
a. Kruskal-Wallis Test 
b. Grouping Variable: Job Satisfaction (Total) 
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Table (11.21) shows that there is a significant positive relationship between the 
employees' perceptions of their level of job satisfaction and their perceptions of their level 
of normati ve commitment (p < 0.00 1). 
The second step in testing the third hypothesis, is to calculate the previous 
correlation coefficients between the employees' perceptions of their quality of work life 
and their perceptions of their level of affective, continuance, and normative commitment, 
using Spearman's rho, after controlling for the employees' perceptions of their level of job 
satisfaction. 
Table (11.22): Partial correlation: QWL and affective, continuance, and normative commitment, controlling 
for iob satisfaction (Public Comoanies) 
Affective Continuance Normative 
Commitment Commitment Commitment 
Employees' Perceptions of their rho 0.01 -0.03 -0.01 
Quality of Work Life 
Significance level 0.33 0.12 0.35 
* I-tailed significance. 
It could be noticed that table (11.22) suggests that the employees' perceptions of 
their level of job satisfaction may have a significant role in affecting the strength or the 
size of correlation between the employees' perceptions of their quality of work life and 
their perceptions of their level of affective, continuance, and normative commitment. 
When the effect of the employees' perceptions of their level of job satisfaction is isolated 
or controlled, Spearman's rho correlation coefficient between the employees' perceptions 
of their quality of work life and their perceptions of their level of affective, continuance, 
and normative commitment decreases considerably from (0.35), (0.32), and (0.37) to 
(0.01), (-0.03), and (-0.01) respectively. All the correlations become insignificant (p > 
0.05). 
As a significant positive correlation between the employees' perceptions of their 
quality of work life and their perceptions of their level of job satisfaction was found in the 
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second research hypothesis, then it could be concluded that the third research hypothesis in 
this research is true in the public phan-naceutical companies in Egypt. 
. 
11.5. OWL and DEMOGRAPHIC FEATURES of the SAMPLE: 
Two tests will be used here to examine whether or not there are significant 
relationships/differences between the employees' perceptions of their quality of work life 
and; their job nature, the number of years they have been working in their current 
company, the number of years they have been working in their current job, their gender, 
their marital status, and their age. The first is called Mann-Whitney U test, which is used to 
compare the distribution of scores or values in two groups (as gender, for example). The 
second test is called Kruskal-Wallis H test, which is used to compare scores in more than 
two groups (as marital status, for example) (Bryman and Cramer, 1999). These two tests 
are chosen as they suit the ordinal scales as well as the data that are not normally 
distributed. 
11.5.1. OWL and Job Nature: 
In this research, job nature has two groups, either managerial job or non-managerial 
job. Hence, the Mann-Whitney U test is used to examine whether the employees' 
perceptions of their quality of work life differ between the two groups or not. 
'rým. 11 1 ')IN- Mi-Whitnebv II Te. ct- OWL and Job Nature (Public Comnanieq) 
Quality of Work Life (Total) 
Mann-Whitney U 23999.000 
Wilcoxon W 368864.0 
z -0.258 
Asymp. Sig. (2-tailed) 0.79 
*Grouping Variable: job iNature 
As the Mann-Whitney U test is not significant (p> 0.05), this may mean there is no 
significant differcncc bctwcen managcrs' and non-managcrs' pcrceptions of thcir quality of 
work life. 
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11.5.2. OWL and Years in the company: 
In this research, 'years in the company' has five groups. Hence, Kruskal-Wallis 11 
test is used to examine whether the employees' perceptions of their quality of work life are 
different among the five groups or not. 
Tnhle-- H19,1)- TCrnqknl-Wnlliq Te, -t- OWL nnd Yenre in tht- rnmn., mv Mihlio rnrnnnniec) 
Quality of Work Life (Total) 
Chi-square 7.301 
df 4 
Asymp. Sig. (2-tailed) 0.12 
Kruskal-Wallis Test 
Grouping Variable: Years in the company 
As the Chi-square test is not significant (p > 0.05), this may mean there is no 
significant difference among the five groups with respect to the employees' perceptions of 
their quality of work life. 
11.5.3. QWL and Years in the job: 
In this research, 'years in the job' has five groups. Hence, Kruskal-Wallis 11 test is 
used to examine whether the employees' perceptions of their quality of work life are 
different among the five groups or not. 
TnMA I11 '7; )- Wrmlcnl-Wnlfiq TeO- OWL and Years in the inh (Puhlic rnrnnaniesl 
Quality of Work Life (Total) 
Chi-square 6.985 
df 4 
Asymp. Sig. (2-tailed) 0.13 
Kruskal-WallisTest 
Grouping Variable: Years in the job 
As the Chi-square test is not significant (p > 0.05), this may mean there is no 
significant difference among the five groups with respect to the employees' perceptions of 
their quality of work life. 
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11.5.4. OWL and Gender: 
Gender has two groups, either male or female. Hence, the Mann-Whitney U test is 
used to examine whether the employees' perceptions of their quality of work life differ 
between the two groups or not. 
Tnhli--t II ')A)-M., inn-Whitni-vTTT&ýt-OWT-nntirpnlAr(Pkll%l; ýfý^ýnnn; ýe% 
Quality of Work Life (Total) 
Mann-Whitney U 86278.500 
Wilcoxon W 247306.5 
z -1.379 
Asymp. Sig. (2-tailed) 0.16 
*Urouping Variable: Liender 
As the Mann-Whitney U test is not significant (p > 0.05), this may mean there is no 
significant difference between males' and females' perceptions of their quality of work 
life. 
11.5.5. OWL and Marital Status: 
In this research, marital status has three groups. Hence, Kruskal-Wallis 11 test is 
used to examine whether or not the employees' perceptions of their quality of work life are 
different among the three groups. 
Table H 1.27)- Kru-kal-Wallis Test: OWL and Marital Status (Public Cnmnanieql 
Quality of Work Life (Total) 
Chi-square 2.615 
df 2 
Asymp. Sig. (2-tailcd) 0.27 
Kruskal-Wallis Test 
Grouping Variable: Marital status 
As the Chi-square test is not significant (p > 0.05), this may mean there is no 
significant difference among the three groups with respect to the employees' perceptions of 
their quality of work life. 
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11.5.6. OWL and Aize: 
In this research, age has five groups. Hence, Kruskal-Wallis H test is used to 
examine whether or not the employees' perceptions of their quality of work life are 
different among the five groups. 
Table (11.28): Kruskal-Wallis Test: OWL and Am (Public Comnanies) 
Quality of Work Life (Total) 
Chi-square 1.020 
df 3 
Asymp. Sig. (2-tailed) 0.79 
muSKai-wams iest 
Grouping Variable: Age 
As the Chi-square test is not significant (p > 0.05), this may mean there is no 
significant difference among the five groups with respect to the employees' perceptions of 
their quality of work life. 
11.6. OWL CRITERIA in the PUBLIC PHARMACEUTICAL COMPANIES in EGYPT: 
The final part in the questionnaire used to collect the data in this research contains 
17 Westem QWL criteria. The targeted employees (889 employees) were asked to 
determine which of those criteria are important to them and which are not important to 
them. 
The following table shows the relative frequency of each of those 17 QWL criteria 
in the public pharmaceutical companies in Egypt. 
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Tahl&t (I Relativp Frpnnonov nf 17-nWT-rr; to-r;., a tpiihur- r, %mn. -%n; pcl 
QWL Criteria Not important Important 
01. Adequate and fair compensation 0.0 100.0 
02. Safe and healthy working environment 4.3 95.7 
03. Development of human capacities 15.2 84.8 
04. Growth and security 20.9 79.1 
05. A feeling of belonging (Social integration) 19.2 80.8 
06. Employee rights (constitutionalism) 2.5 97.5 
07. Total work and life space 94.7 5.3 
08. Social relevance of work life 25.4 74.6 
09. Design of workstations 99.0 1.0 
10. Work place 99.0 1.0 
11. Work times and work patterns 66.8 33.2 
12. Work rhythms 92.0 8.0 
13. Job control and autonomy 92.2 7.8 
14. Job content 11.9 88.1 
15. Participation and consultation 9.0 91.0 
16. Equal opportunities 1.1 98.9 
17. Facilities provided by the company 92.4 7.6 
Table (11.29) shows that the following QWL criteria are important to employees in 
the public pharmaceutical companies in Egypt: adequate and fair compensation; safe and 
healthy working environment; development of human capacities; growth and security; 
social integration; employee rights; social relevance of work life; job content; participation 
and consultation and equal opportunities. 
11.7. DISCUSSION: 
In the public pharmaceutical companies in Egypt, in gencral, the empirical findings 
show that the employees' quality of work life is bad or poor. The sample mean, the median 
and the mode tend considerably toward the lowest score of QWL (1.0). The standard 
deviation is too small, which may mean that there is no considerable dispersion between 
the employees' perceptions of their QWL in the public phan-naceutical companies in 
Egypt. As far as the positively phrased items used to examine the employees' perceptions 
of their QWL (Table 11.8) are concerned (for example, the organisation has become a 
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better place to work in the last 12 months), the majority of employees surveyed disagrees 
on such items, i. e. the net agree value is negative. On the other hand, the majority of 
employees surveyed agrees on all the negatively phrased items (for example, the 
organisation does not learn from its mistakes), i. e. the net agree value is positive. 
It seems that the perceived poor or bad quality of work life in the public 
pharmaceutical companies in Egypt may be a reflection of some of the features of Egyptian 
culture, in general, as discussed in this research in Chapter Eight, as well as it might reflect 
some of the unique characteristics of the Egyptian public pharmaceutical companies in 
particular. For example, referring to the most recent available statistics, the market share of 
the public pharmaceutical companies was 69.9% in 1984/85, it decreased to 59.3% in 
1987/88, and then decreased more to 47.9% in 1995/96. In addition, the Egyptian 
government permits both the private and the multinational pharmaceutical companies 
higher pricing ceilings, compared with the price ceiling permitted to the public 
pharmaceutical companies because of the socialisation philosophy it believes in and to 
offer the health services in reasonable costs to every Egyptian individual especially poor 
families and individuals. This might affect considerably the profit margins that the public 
pharmaceutical companies could achieve (The Holding Company for Pharmaceuticals, 
Chemicals and Medical Propositions; cited in Kompass Egypt Financial Yearbook, 
1998/99: 126). The decrease in market share together with the decrease in profit margins 
may have some reflection on such things as, low compensation packages, in general, a 
shortage in resources available to employees to perform their work effectively, a low 
spending on such matters as the employees' health care, facilities provided to help the 
employees balance their work and life obligations, and so on. Moreover, because of the 
Egyptian Privatisation Programme adopted by the Egyptian government since 1991, some 
employees, especially unqualified employees, may feel insecure as the privatisation 
programme mostly leads to either early retirement or termination of a considerable number 
of employees. On the other hand, because of the nepotism found in the Egyptian culture 
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(see Chapter Eight), qualifications are not always the decisive factor to determine who to 
stay and who to be ten-ninated, so qualified employees may think seriously about leaving 
their companies and joining other better companies. When the qualified employees leave 
the company or are terminated that might lead to a low morale overall in the organisation 
as a whole. Moreover, employees in the public pharmaceutical companies reported that 
their health and wellbeing are not taken seriously by their organisation, as the health 
services provided to the employees in most of the public companies are provided by a 
public health organisation (The Public Organisation for Health Insurance). The ability of 
this organisation to provide good health services is questionable (Abdeen, 1998). In 
addition, public phan-naceutical companies have a weak Research and Development (R & 
D) department and the annual spending on the research and development is negligible 
(Kompass Egypt Financial Yearbook, 1998/99: 125), which at the end may lead to poor 
reputation in the Egyptian, Arab and foreign markets. Also, when promotion is based on 
seniority and ignores efficiency (see Chapter Eight), it might be expected to find poor 
working relationships between the boss and his or her fellow employees, especially when 
the fellow employees are more qualified compared with their bosses. This might result in 
low morale within the department or between the team members. Finally, centralisation in 
the public companies in Egypt, in particular, seems to be very high, as referred to earlier in 
Chapter Eight, which may mean that most employees may have the feeling that they are 
powerless in their companies. In addition, it could be concluded that in the public 
pharmaceutical companies in Egypt, the hard version or model of human resource 
management, suggested by Storey (1987) and Legge (1995) is dominant. Employees in the 
public pharmaceutical companies in Egypt seem to be treated as a factor of production, 
along with land and capital and an expense of doing business rather than as the only source 
capable of turning inanimate (lifeless) factors of production into wealth, 
In the public pharmaceutical companies in Egypt, the three research hypotheses 
were accepted. It could be said that in the companies surveyed there was a significant 
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positive correlation between the employees' perceptions of the degree of participation in 
decision-making available to them and their perceptions of their quality of work life (p < 
0.001). Moreover, a significant positive correlation was found between the employees' 
perceptions of their quality of work life and their perceptions of their level of job 
satisfaction (p < 0.001). Finally, a significant positive, partial, correlation was found 
between the employees' perceptions of their quality of work life and their perceptions of 
their level of affective, continuance, and normative commitment (p < 0.001). The 
employees' perceptions of their level of job satisfaction were found to significantly affect 
the strength of the correlation between the employees' perceptions of their quality of work 
life and their perceptions of their level of affective, continuance, and normative 
commitment. All the correlations were found to be insignificant after controlling for the 
effect of the employees' perceptions of their level of job satisfaction, which may mean that 
in the public pharmaceutical companies in Egypt the employees' perceptions of their level 
of job satisfaction seem to have a significant effect on the relationship between the 
employees' perceptions of their quality of work life and their perceptions of their level of 
affective, continuance, and normative commitment. The correlation between the 
employees' perceptions of their level of job satisfaction and their perceptions of their level 
of affective, continuance, and normative commitment was also found to be significant (P < 
0.001) and positive. Which might mean that if public companies' employees are allowed 
some degree of participation in decision-making they are more likely to positively perceive 
their QWL, which in turn might positively affect their level of job satisfaction and their 
level of affective, continuance and normative commitment. The results of this research 
would seem consistent with some of the earlier findings (Skrovan, 1983; Malone, 1997; 
Grayson, 1991; Elizur, 1990; Tonnessen and Gjefsen, 1999; Spreitzer et al. 1997; Fields 
and Thacker, 1992; Molandar and Winterton, 1994; Sethis and Pinzon, 1998; Dessler, 
1999; Yousef, 2001). 
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In addition, in the public phannaceutical companies in Egypt, the research findings 
indicate that there is no significant correlation/difference between the employees' 
perceptions of their quality of work life and such demographic features as job nature, years 
in the company, years in the job, gender, marital status, and age. Almost all groups 
perceive that their quality of work life is poor or bad. 
Finally, the majority of employees surveyed in the public phan-naceutical 
companies agrees upon the importance of 10 QWL criteria. These criteria are: adequate 
and fair compensation, safe and healthy working environment, development of human 
capacities, growth and security, a feeling of belonging, employee rights, social relevance of 
work life, job content, participation and consultation, and equal opportunities. 
11.8. SUMMARY: 
Public companies in Egypt may be defined as those companies that are fully owned 
and managed by the Egyptian government. Although some individuals might be allowed to 
own a number of shares in some of those companies, still the Egyptian government owns 
the largest proportion or number of shares (60% or more). 
The reliability tests as well as the inter-item correlations show that the scales that 
have been used to collect data from the public companies' employees are reliable and each 
scale's items are correlated. Some descriptive statistics to summarise the data and to 
describe the sample from which the data were collected have been presented. The relative 
frequency, the central tendency and dispersion tests have been used to examine the 
employees' perceptions of their QWL. The tests show that the majority of employees in the 
public pharmaceutical companies in Egypt perceive their QWL as poor or bad. 
Spearman's rho, as a measure of correlation, and Kruskal-Wallis 11 test, as a 
measure of difference/variation, have been used to test the research hypotheses. The first 
three research hypotheses were accepted in the public pharmaceutical companies in Egypt, 
the fourth research hypothesis is only applicable to the comparative study. In addition, 
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Kruskal-Wallis H test and Mann-Whitney U test have been used to test whether or not the 
employees' perceptions of their QWL vary in relation to some of the demographic 
characteristics of the sample. The tests show that the employees' perceptions of their QWL 
in the public pharmaceutical companies in Egypt do not vary in relation to job nature; 
years in the company; years in the job; gender; marital status and age. 
Finally, the QWL criteria that seem important to the employees in the public 
pharmaceutical companies in Egypt have been described using the relative frequency. 
Employees in the public pharmaceutical companies in Egypt have expressed the 
importance of such QWL criteria to them as: adequate and fair compensation; safe and 
healthy working environment; development of human capacities; growth and security; 
social integration; employee rights; social relevance of work life; job content; participation 
and consultation and equal opportunities. 
In the next chapter, the data collected from the employees in the private 
phan-naceutical companies in Egypt will be analysed and the results will be discussed. 
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CHAPTER TWELVE 
STUDY 2 
QWL IN THE PRIVATE PHARMACEUTICAL 
COMPANIES 
IN EGYPT 
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, 
12.1. INTRODUCTION: 
Private companies are those companies fully owned and managed by individual 
owners or investors (businessmen). Some of the features that may characterise the 
Egyptian private companies, in general, were discussed in chapter eight of this research. 
In this chapter the first three research hypotheses are tested in the private 
pharmaceutical companies in Egypt. Again, the fourth hypothesis is only applicable to the 
comparative study. 
In the first section of this chapter the reliability (Alpha) of the different scales used 
to collect data is tested in the private pharmaceutical companies in Egypt. Then some 
descriptive statistics are shown to summarise the collected data and to describe the sample 
from which those data were collected. Such descriptive statistics include the relative 
frequency. 
Moreover, some measures of central tendencY, such as the mean, the median, and 
the mode, and the standard deviation, as a measure of dispersion arc used. 
In addition, different tests were used to examine the presence or absence of a 
correlation and/or difference between the main variables investigated in each hypothesis. 
The tests used here include the Spearman's rho coefficient, Chi - Square test, Kruskal- 
Wallis H test, and Mann-Whitney U test. 
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12.2. RELIABILITY TESTS: 
The outcomes of the reliability tests (coefficient alpha) for each scale used in this 
research on the privately owned pharmaceutical companies in Egypt are shown in the 
following table together with the inter-item correlation (the minimum and maximum). 
Tnhli- f Il I I- Rr-ilpc Rplinhilitv and Tnte. r. Ttt--m rnrrplatinn (Privat& rnmn., inieql 
Scale Coefficient Inter-Item Correlation 
Alpha Minimum Maximum 
QWL (17-item) scale 0.96 0.17 0.86 
Participation in decision-making (5-item) scale 0.92 0.57 0.82 
Job satisfaction (I 8-item) scale 0.97 0.27 0.94 
Affective commitment (6-item) scale 0.91 0.46 0.81 
Continuance commitment (6-item) scale 0.80 0.02 0.74 
Normative commitment (6-item) scale 0.91 0.46 0.75 
Comments on tab] e (12.1): 
The coefficient alpha for all the scales seems very high. 
QWL (17-item scale): The inter-item correlation ranges from (0.17) to (0.86). 
Hence, it could be inferred that the 17 items tend to measure the same idea or variable; 
which is the employees' perceptions of their QWL. 
Participation in decision-making (5-itcm scale): The inter-item correlation ranges 
from (0.57) to (0.82). Which may mean that the five items used in measuring the 
employees' perceptions of the degree of participation in decision-making available to them 
seem to measure the same variable or idea; which is the employees' perceptions of the 
degree of participation in decision-making available to them. 
Job Satisfaction (18-item scale): The inter-itcm correlation shows that there is a 
correlation among the 18 items used in measuring the employees' perceptions of their level 
of job satisfaction, as the lowest correlation reported is (0.27) and the highest one is (0.94). 
Hence, it could be inferred that the 18 items seem to measure the same variable or idea; 
which is the employees' perceptions of their level of job satisfaction. 
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Affective Commitment (6-itern scale): The inter-item correlation shows that the six 
items are correlated. The correlation ranges from (0.46) to (0.81). Hence, it could be 
inferred that the six items tend to measure the same idea or variable; which is the 
employees' perceptions of their level of affective commitment. 
Continuance Commitment (6-item scale): The inter-item correlation shows that the 
six items are correlated. The correlation ranges from (0.02) to (0.74). Hence, it could be 
inferred that the six items tend to measure the same idea or variable; which is the 
employees' perceptions of their level of continuance commitment. 
Normative Commitment (6-itern. scale): The inter-item correlation shows that the 
six items are correlated. The correlation ranges from (0.46) to (0.75). Hence, it could be 
inferred that the six items tend to measure the same idea or variable; which is the 
employees' perceptions of their level of normative commitment. 
12.3. SOME DESCRIPTIVE STATISTICS (Summarising Data): 
12.3.1. Sample Features: 
12.3.1.1. Job Nature: 
Týhlp 11*711-R. imnlina, rli-trihntion hv inh nature (Private Cnmnanie. ql 
Job Nature Frequency Valid Percent 
Managerial 27 16.4 
Non-managerial 138 83.6 
Total 165 100.0 
12.3.1.2. Years in the company: 
'Irým. f 1'7 '11- 4z-nl; ncr rlictriNitinn bv vears. in the comnanv (Private Cnmnanii! ql 
Years in the company Frequency Valid Percent 
Less than I year 5 3.0 
From I to 3 years 12 7.3 
From 4 to 6 years 22 13.3 
From 7 to 10 years 14 8.5 
Over 10 years 112 67.9 
Total 165 100.0 
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12.3.1.3. Years in the job: 
Table (12.4): Samolim! distribution bv vears in the iob (Private Comanies) 
Years in the job Frequency Valid Percent 
Less than I year 24 14.5 
From I to 3 years 29 17.6 
From 4 to 6 years 17 10.3 
From 7 to 10 years 2 1.2 
Over 10 Years 93 56.4 
Total 165 100.0 
12.3.1.4. Gender: 
Tnblet (1 ? -51- 
SamnlinLr distribution bv 2cnder (Private Comnanics) 
Gender Frequency Valid Percent 
Male 139 84.2 
Female 26 15.8 
Total 165 100.0 
12.3.1.5. Marital Status: 
Tnhh-, N7 6)- Samnlint, distribution bv marital status (Private Comnanies) 
Marital Status Frequency Valid Percent 
Single 3 1.8 
Married 18 10.9 
Married & have children 144 87.3 
Total 165 100.0 
12.3.1.6. Age: 
TAIP I Il 7)-. qnmnlinc, distribution bv a2e (Private Comnanies) 
Age Frequency Valid Percent 
Less than 20 years old 19 11.5 
From 21 to 30 years old 21 12.7 
From 31 to 40 years old 31 18.8 
From 41 to 50 years old 64 38.8 
From 51 to 60 years old 30 18.2 
Total 165 100.0 
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12.3.2. The Relative Frequency: 
As the main concern in this research is the employees' perceptions of their quality 
of work life QWL), the relative frequency and the net agree value (the percentage in 
agreement minus the percentage in disagreement) for the 17 items of QWL are shown in 
table (12.8). It is worth mentioning here that questions or items number 4,9,11,13,14,16 
and 17 are negatively phrased and, accordingly, they are reverse coded (for more details, 
see Chapter Nine: Research Methodology). The relative frequency tables for other 
variables are shown in Appendix F). 
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Table (12.8) shows some mixed results. On the positive side, the employees' health 
and wellbeing are taken seriously by their organisation, as the net agree value is positive. 
On the negative side, the net agree value for all the remaining criterion is positive when the 
item is negatively phrased, while the net agree value is negative when the item is positively 
phrased. In most of the criterion, the net agree value is not too high, which might mean that 
the differences in perceptions of the majority of the QWL criteria are not so large in the 
private pharmaceutical companies in Egypt. Hence, it could be concluded that the 
employees' perceptions of their QWL in the private pharmaceutical companies in Egypt 
are moderate. 
12.3.3. The Central Tendency and the Dispersion Tests: 
The following table shows the mean, the median, and the mode as measures of 
central tendency, and the standard deviation, as a measure of dispersion, for the 165 cases 
surveyed in the private pharmaceutical companies in Egypt. 
tv) oi. Th. r-trnl Tpntii-ni-v -ind T)iqner-inn Teqtq (Priwite rnmnanie-0 
N (Number of cases) Valid 165 
Missing 0 
Mean 2.44 
Median 2.94 
Mode 3.00 
Standard Deviation 1.13 
It appears from table (12.9) that the sample mean, the median, and the mode tend 
considerably toward the moderate score of QWL (3.0), and the standard deviation is not 
too small, which may mean that there is a considerable dispersion among the surveyed 
employees' perceptions of their quality of work life. 
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12.4. TESTING the HYPOTHESES and EMPIRICAL FINDINGS: 
12.4.1. The first hypothesis: 
The first hypothesis in this research states that 'There is a significant positive 
relationship between the employees' perceptions of the degree of participation in decision- 
making available to them and their perceptions of their quality of work life'. 
In this hypothesis, it is expected that employees who are permitted to participate in 
making decisions that affect their job, in particular, and their company's overall 
performance, in general, may positively perceive their quality of work life, and the reverse 
is true. Hence, the employees' perceptions of the degree of participation in decision- 
making available to them are seen as the independent variable, while the employees' 
perceptions of their quality of work life are thought of as the dependent variable. 
In the following table the correlation coefficient, using Spearman's rho, between 
the employees' perceptions of the degree of participation in decision-making available to 
them and their perceptions of their quality of work life is shown together with its level of 
significance. 
Tnhh-ý ( Il Iffi-Nnf-arman's rho. - Particioation and OWL (Private Comnanies) 
Degree of Participation in Dccision-Making 
Employees' Perceptions of their Quality of 
Work Life 
rho 0.82** 
Significance level . 000 1 
** Correlation is significant at the U. uI ievei (i-tanea). 
It could be noticed from table (12.10) that: 
* There is a very strong positive correlation (0.82) between the employees' perceptions 
of the degree of participation in decision-making available to them and their 
perceptions of their quality of work life in the private pharmaceutical companies in 
Egypt, and this correlation is significant at the 0.0 1 level (p < 0.001). 
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Moreover, when Kruskal-Wallis H test is used to help further testing the first 
hypothesis, the following table is produced: 
Table (12.1 D: Test Statistics 'b- Particination and OWL (Private Comnanie. -I 
QWL (Total) 
Chi-Square 110.188 
df 3 
Asymp. Sig. 0.000 
a. Krukal-WallisTest 
b. Grouping Variable: Participation in Decision-Making (Total) 
Table (12.11) shows that there is a significant positive relationship between the 
employees' perceptions of the degree of participation in decision-making available to them 
and their perceptions of their quality of work life (p<0.001). 
Hence, it could be concluded that the first research hypothesis is true in the private 
pharmaceutical companies in Egypt. 
12.4.2. The second hypothesis: 
The second hypothesis states that 'There is a significant positive relationship 
between the employees' perceptions of their quality of work life and their perceptions of 
their level of job satisfaction'. 
In this hypothesis, it is expected that employees' perceptions of their quality of 
work life may positively affect their perceptions of their level of job satisfaction. This 
means the employees' perceptions of their quality of work life, in this hypothesis, are the 
independent variable and their perceptions of their level of job satisfaction are the 
dependent variable. 
In the following table the correlation coefficient, using Spearman's rho, between 
the employees' perceptions of their quality of work life and their perceptions of their level 
of job satisfaction is shown together with its level of significance. 
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Tnhh-. W) I))-. qnf-nrm., in'c rhf-. - 1r)WI nnrl Tnh. 4Znt; cfnrt; nn (Pr; vntp rnmnnn-cl 
Job Satisfaction (Total) 
Employees' Perceptions of their Quality of 
Work Life (Total) 
rho 0.83** 
Significance level . 000 
** Correlation is significant at the U. UI level (1-tailcd). 
It could be noticed from table (12: 12) that: 
* There is a very strong positive correlation (0.83) between the employees' perceptions 
of their quality of work life and their perceptions of their level of job satisfaction in the 
private pharmaceutical companies in Egypt, and this correlation is significant at the 
0.0 1 level (p < 0.00 1). 
When Kruskal-Wallis H test is used to help further testing the second research 
hypothesis, the following table is produced: 
Tahle (12.13)- Test Statistics "b: OWL and Job Satisfaction (Private Comnanies) 
Job Satisfaction (Total) 
Chi-Square 130.623 
df 3 
Asymp. Sig. 0.000 
a. Kruskal-Wallis Test 
b. Grouping Variable: QWL (Total) 
Table (12.13) shows that there is a significant positive relationship between the 
employees' perceptions of their quality of work life and their perceptions of their level of 
job satisfaction (p < 0.001). 
Hence, it could be concluded that the second research hypothesis is true in the 
private pharmaceutical companies in Egypt. 
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12.4.3. The third hypothesis: 
The third hypothesis states that 'There is a significant positive partial relationship 
between the employees' perceptions of their quality of work life and their perceptions of 
their level of affective, continuance, and normative commitment through affecting their 
perceptions of their level of job satisfaction'. 
As in Study I (Chapter Eleven), the first step in testing the third hypothesis is to 
examine whether or not there is a relationship between the employees' perceptions of their 
quality of work life and their perceptions of their level of affective, continuance and 
normative commitment. In the following table the correlation coefficient, using 
Spearman's rho, between the employees' perceptions of their quality of work life and their 
perceptions of their level of affective, continuance, and normative commitment is shown 
together with its level of significance. 
Table (12.14): Spearman's rho: QWL and Affective, Continuance, and Normative Commitment 
(Private Comnanies) 
Affective Continuance Normative 
Commitment Comn-dtmcnt Comn-dtmcnt 
Employees' Perceptions of their rho 0.49** 0.30** 0.37** 
Quality of Work Life 
Significance level 000 . 000 . 000 
- Correlation is significant at tne U. uI levei (i-taijea). 
It could be noticed from table (12.14) that: 
9 There is a modest positive correlation (0.49) between the employees' perceptions of 
their quality of work life and their perceptions of their level of affective commitment in 
the private pharmaceutical companies in Egypt, and this correlation is significant at the 
0.0 1 level (p < 0.00 1). 
o There is a modest positive correlation (0.30) between the employees' perceptions of 
their quality of work life and their perceptions of their level of continuance 
247 
commitment in the private pharmaceutical companies in Egypt, and this correlation is 
significant at the 0.0 1 level (p < 0.00 1). 
* There is a modest positive correlation (0.37) between the employees' perceptions of 
their quality of work life and their perceptions of their level of normative commitment 
in the private phan-naceutical companies in Egypt, and this correlation is significant at 
the 0.0 1 level (p < 0.00 1). 
When Kruskal-Wallis H test is used to help further testing the relationship between 
QWL and affective, continuance and normative commitment, the following tables are 
produced: 
Tnhlt-. ( V) 15)- Tpqt. qtn6,6c--. 'b. OWL and Affective Commitment (Private Comnanies) 
Affective Commitment (Total) 
Chi-Square 50.317 
df 3 
Asymp. Sig. 0.000 
a. Kruskal-Wallis Test 
b. Grouping Variable: QWL (Total) 
Table (12.15) shows that there is a significant positive relationship bctween the 
employees' perceptions of their quality of work life and their perceptions of their level of 
affective commitment (p < 0.00 1). 
TnMý IIII Al- Týct 4Ztt;,;,, a, b. nWT. and rnntinnance rommitmi-rit (Private! rnennanieO 
Continuance Commitment (Total) 
Chi-Square 38.665 
df 3 
Asymp. Sig. 1 
0.000 
a. Kruskal-Wallis Test 
b. Grouping Variable: QWL (Total) 
Table (12.16) shows that there is a significant positive relationship between the 
employees' perceptions of their quality of work life and their perceptions of their level of 
continuance commitment (p < 0.00 1). 
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Tahle (12-17)- Teo Statisticq , b. ()WT. anti Normative rommitment (Private- rnmnanii-O 
Normative Commitment (Total) 
Chi-Square 37.843 
df 3 
Asymp. Sig. 0.000 
a. Kruskal-Wallis Test 
b. Grouping Variable: QWL (Total) 
Table (12.17) shows that there is a significant positive relationship between the 
employees' perceptions of their quality of work life and their perceptions of their level of 
normative commitment (p < 0.00 1). 
It is also logical to test for the presence or absence of a relationship and/or 
difference between the employees' perceptions of their level of job satisfaction and their 
perceptions of their level of affective, continuance, and normative commitment. 
In the following table the correlation coefficient, using Spearman's rho, between 
the employees' perceptions of their level of job satisfaction and their perceptions of their 
level of affective, continuance, and normative commitment is shown together with its level 
of significance. 
Table (12.18): Spearman's rho: Job Satisfaction and Affective, Continuance, and Normative Commitment 
(Private Comnanies) 
Affective 
Commitment 
Continuance 
Comn-dtmcnt 
Normative 
Commitment 
Job Satisfaction rho 0.51** 0.32** 0.45** 
Significance level 
1 
. 000 . 000 . 000 
"Correlation is signiticant at tric u. ui ievei ti-taiieu). 
It could be noticed from table (12.18) that: 
9 There is a strong positive correlation (0.51) between the employees' perceptions of 
their level of job satisfaction and their perceptions of their level of affective 
commitment in the private pharmaceutical companies in Egypt, and this correlation is 
significant at the 0.01 level (p < 0.001). 
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& There is a modest positive correlation (0.32) between the employees' perceptions of 
their level of job satisfaction and their perceptions of their level of continuance 
commitment in the private pharmaceutical companies in Egypt, and this correlation is 
significant at the 0.0 1 level (p < 0.00 1). 
* There is a modest positive correlation (0.45) between the employees' perceptions of 
their level of job satisfaction and their perceptions of their level of normative 
commitment in the private pharmaceutical companies in Egypt, and this correlation is 
significant at the 0.0 1 level (p < 0.00 1). 
The following tables show the Kruskal-Wallis 11 test when conducted to explore the 
difference between the employees' perceptions of their level of job satisfaction and their 
perceptions of their level of affective, continuance, and normative commitment, 
respectively. 
T. M. f V) I ON- T-t qtt;,;, a. b. jrh q. ntifnrtinn and Affective rnmmitment (Private romnanie-) 
Affective Commitment (Total) 
Chi-Square 52.392 
df 3 
Asymp. Sig. 0.000 
a. Kruskal-Wallis Test 
b. Grouping Variable: Job Satisfaction (Total) 
Table (12.19) shows that there is a significant positive rclationship between the 
employees' perceptions of their level of job satisfaction and their perceptions of their level 
of affective commitment (p < 0.00 1). 
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Tahle (12-'70)- a. b. InhRati-cfactinn and rnntinuance rnmmitment (Private rnmnanieql 
Continuance Commitment (Total) 
Chi-Square 36.732 
df 3 
Asymp. Sig. 0.000 
a. Kruskal-WallisTest 
b. Grouping Variable: Job Satisfaction (Total) 
Table (12.20) shows that there is a significant positive relationship between the 
employees' perceptions of their level of job satisfaction and their perceptions of their level 
of continuance commitment (p < 0.00 1). 
T. W. I Il 111- T-t qtýt;. t; _ a. b- Tnl% 4Z., %t; cfne-t inn , ind Nnrm. ativi- rnrnmitm&-nt Wrivmt- rnrnnnniet) 
Normative Commitment (Total) 
Chi-Square 40.059 
df 3 
Asymp. Sig. 0.000 
a. Kruskal-WallisTest 
b. Grouping Variable: Job Satisfaction (Total) 
Table (12.21) shows that there is a significant positive relationship between the 
employees' perceptions of their level of job satisfaction and their perceptions of their level 
of normative commitment. (p < 0.00 1). 
The second step in testing the third hypothesis, is to calculate the previous 
correlation coefficients between the employees' perceptions of their quality of work life 
and their perceptions of their level of affective, continuance, and normative commitment, 
using Spearman's rho, after controlling for their perceptions of their level of job 
satisfaction. 
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Table (12.22): Partial correlation: QWL and Affective, Continuance, and Normative Commitment, 
rnntrnllina fhr Tnh Rnti-f. grtinn (Privnti- rnrnn. nn;. -cI 
Affective Commitment Continuance Comn-dtmcnt Normative Commitment 
Employees' Perceptions 
of Quality of Work Life 
rho 0.07 0.20 -0.02 
Significance level 0.166 0.004 0.378 
* I-tailed significance. 
Table (12.22) supposes that the employees' perceptions of their level of job 
satisfaction may have a significant role in affecting the strength or the size of correlation 
between the employees' perceptions of their quality of work life and their perceptions of 
their level of affective, continuance, and normative commitment. When the effect of the 
employees' perceptions of their level of job satisfaction is isolated or controlled, 
Spearman's rho correlation coefficient between the employees' perceptions of their quality 
of work life and their perceptions of their level of affective, continuance, and normative 
commitment decreases from (0.49), (0.30), and (0.37) to (0.07), (0.20) and (-0.02) 
respectively. All correlations become insignificant except the correlation between QWL 
and continuance commitment (p < 0.01), but the strength of the relationship decreases 
considerably after controlling for the employees' perceptions of their level of job 
satisfaction. 
As a significant positive relationship between the employees' perceptions of their 
quality of work life and their perceptions of their level of job satisfaction was found in the 
second hypothesis, then it could be concluded that the third research hypothesis in this 
research is true in the private pharmaceutical companies in Egypt. 
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12.5. OWL and DEMOGRAPHIC FEATURES of the SAMPLE: 
Two tests will be used to examine whether or not there are significant 
relationships/differences between the employees' perceptions of their quality of work life 
and; their job nature, the number of years they have been working in their current 
company, the number of years they have been working in their current job, their gender, 
their marital status, and their age. The first is called Mann-Whitney U test, which is used to 
compare the distribution of scores or values in two groups (as gender, for example). The 
second test is called Kruskal-Wallis H test, which is used to compare scores in more than 
two groups (as marital status, for example) (Bryman and Cramer, 1999). These two tests 
are chosen as they suit the ordinal scales as well as the data that are not normally 
distributed. 
12.5.1. OWL and Job Nature: 
In this research, job nature has two groups, either managerial job or non-managerial 
job. Hence, the Mann-Whitney U test is used to examine whether the employees' 
perceptions of their quality of work life differ between the two groups or not. 
'rý1.1. I I')) IN. M--Wh; tn. -v TTTP0- OWLand Inh N. -itiir& (Priwite- rnrnmni&-l 
Quality of Work Life (Total) 
Mann-Whitney U 1455.000 
Wilcoxon W 11046.000 
z -1.818 
Asymp. Sig. (2-tailed) 0.07 
*Grouping Variable: Job INature 
As the Mann-Whitney U test is not significant (p > 0.05), this may mean there is no 
significant difference between managers' and non-managers' perceptions of their quality of 
work life. 
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12.5.2. OWL and Years in the company: 
In this research, 'years in the company' has five groups. Hence, Kruskal-Wallis H 
test is used to examine whether the employees' perceptions of their quality of work life are 
different among the five groups or not. 
Table (12.24): Kruskal-Wallis Test: OWL and Years in the comr)anv (Private Comoanies) 
Quality of Work Life (Total) 
Chi-square 6.734 
df 4 
Asymp. Sig. (2-tailed) 0.15 
Kruskal-Wallis Test 
Grouping Variable: Years in the company 
As the Chi-square test is not significant (p > 0.05), this may mean there is no 
significant difference among the five groups with respect to their perceptions of their 
quality of work life. 
12.5.3. OWL and Years in the iob: 
In this research, 'years in the job' has five groups. Hence, Kruskal-Wal lis 11 test is 
used to examine whether the employees' perceptions of their quality of work life are 
different among the five groups or not. 
Tnt%lp IIIMI- WrimInt-WAk Test- OWL and Years in the inh (Private Comnanies) 
Quality of Work Life (Total) 
Chi-square 7.450 
df 4 
Asymp. Sig. (2-tailed) 0.11 
Kruskal-Wallis Test 
Grouping Variable: Years in the job 
As the Chi-square test is not significant (p > 0.05), this may mean there is no 
significant difference among the five groups with respect to their perceptions of their 
quality of work life. 
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12.5.4. OWL and Gender: 
Gender has two groups, either male or female. Hence, the Mann-Whitney U test is 
used to examine whether the employees' perceptions of their quality of work life differ 
between the two groups or not. 
T. qhl& N 2-26)- Minn-Whitnev U Test- OWL and Gender (Private Comnanies) 
Quality of Work Life (Total) 
Mann-Whitney U 1427.000 
Wilcoxon W 11157.000 
z -1.720 
Asymp. Sig. (2-tailed) 0.08 
*Grouping Variable: Liender 
As the Mann-Whitney U test is not significant (p > 0.05), this may mean there is no 
significant difference between males' and females' perceptions of their quality of work 
life. 
12.5.5. OWL and Madtal Status: 
In this research, marital status has three groups. Hence, Kruskal-Wallis H test is 
used to examine whether or not the employees' perceptions of their quality of work life are 
different among the three groups. 
T-ýNIA 111171- WrimInf-Walliq Teo- OWL and Marital Statuq (Private Cnmnanieq) 
Quality of Work Life (Total) 
Chi-square 2.609 
df 2 
Asymp. Sig. (2-tailed) 0.27 
Kruskal-Wallis Test 
Grouping Variable: Marital status 
As the Chi-square test is not significant (p > 0.05), this may mean there is no 
significant difference among the three groups with respect to the employees' perceptions of 
their quality of work life. 
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12.5.6. OWL and Aize: 
In this research, age has five groups. Hence, Kruskal-Wallis 11 test is used to 
examine whether or not the employees' perceptions of their quality of work life are 
different among the five groups. 
TAIP (1? ? R)- TCrn-, kal-Wqlli- Tc-t OWL and Ao& (Private rnrnnanip. -) 
Quality of Work Life (Total) 
Chi-square 14.914 
df 4 
Asymp. Sig. (2-tailcd) 0.005 
Kruskal-WallisTest 
Grouping Variable: Age 
As the Chi-square test is significant (p < 0.01), this may mean there is a significant 
difference among the five groups with respect to the employees' perceptions of their 
quality of work life. 
Because the overall Kruskal-Wallis H test is significant, pair-wise comparisons 
among the five age groups should be conducted (Green et A 2000: 386). The pair-wise 
comparison will be conducted using the Mann-Whitney U test. 
Tables (12.28.1 through to 12.28.10) present the pair-wise comparisons. 
'rým. f I') ')5z I N. Mnýn-Whitno-vT I Teo. nwT. and AQeCirt)unq H and 2)(PrivateComnanieO 
Quality of Work Life (Total) 
Mann-Whitney U 889.000 
Wilcoxon W 1354.000 
z -0.584 
Asymp. Sig. (2-tailed) 0.56 
*Grouping Variable: Age 
As the Mann-Whitney U test is not significant (p > 0.05), this may mean there is no 
significant difference between age groups I and 2 (Less than 20 years old and From 21 to 
30 years old, respectively) perceptions of their quality of work life. 
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Table H 2-2R-? )-Mann-WhitnevT I Tt-.. t-()WT-, inri A cypr. mitne II 
Quality of Work Life (Total) 
Mann-Whitney U 535.000 
Wilcoxon W 2615.000 
z -0.800 
Asymp. Sig. (2-tailed) 0.42 
-urouping variaDie: Age 
As the Mann-Whitney U test is not significant (p > 0.05), this may mean there is no 
significant difference between age groups I and 3 (Less than 20 years old and From 31 to 
40 years old, respectively) perceptions of their quality of work life. 
Tahle(12-? R-I)- Mnnn-Whitnev II Tect- OWT. nnd Amb(limitmt I in(iA)(Priv. nt#-rnrnntn;, -cl 
Quality of Work Life (Total) 
Mann-Whitney U 667.000 
Wilcoxon W 2747.000 
z -2-594 
Asymp. Sig. (2-tailed) 0.009 
'Urouping Variable: Age 
As the Mann-Whitney U test is significant (p < 0.01), this may mean there is a 
significant difference between age groups I and 4 (Less than 20 years old and From 41 to 
50 years old, respectively) perceptions of their quality of work life. As group I has an 
average mean rank of (42.93), while group 4 has an average mean rank of (58.47), that 
means that group I scores lower, on the average, than group 4 on their perceptions of their 
quality of work life. 
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Tahlt-. 1 Il ')RA)-Mnnn-Whitni-vTTTpct- r)WT nnrl A 
Quality of Work Life (Total) 
Mann-Whitney U 463.500 
Wilcoxon W 2543.000 
z -2.149 
Asymp. Sig. (2-tailed) 0.03 
-urouping Variable: Age 
As the Mann-Whitney U test is significant (p < 0.05), this may mean there is a 
significant difference between age groups I and 5 (Less than 20 years old and From 51 to 
60 years old, respectively) perceptions of their quality of work life. As group I has an 
average mean rank of (39.74), while group 5 has an average mean rank of (52.93), that 
means group I scores lower, on the average, than group 5 on their perceptions of their 
quality of work life. 
Table (12.28.5): Mann-Whitnev U Test: OWL and Me GroUDS (2 and 3)(Private Comnanies) 
Quality of Work Life (Total) 
Mann-Whitney U 219.000 
Wilcoxon W 684.000 
z -1.387 
Asymp. Sig. (2-tailed) 0.16 
*Grouping Variable: Age 
As the Mann-Whitney U test is not significant (p> 0.05), this may mean there is no 
significant difference between age groups 2 and 3 (From 21 to 30 years old and From 31 to 
40 years old, respectively) perceptions of their quality of work life. 
258 
Table (12-29-6)- Mann-Whitnev U Teqt- OWL nnd Aive Grniinq Onnd d)(Priviti- rnmn. -inipel 
Quality of Work Life (Total) 
Mann-Whitney U 274.500 
Wilcoxon W 739.000 
z -2.782 
Asymp. Sig. (2-tailed) 0.005 
*Ljrouping Variable: Age 
As the Mann-Whitney U test is significant (p < 0.01), this may mean there is a 
significant difference between age groups 2 and 4 (From 21 to 30 years old and From 41 to 
50 years old, respectively) perceptions of their quality of work life. As group 2 has an 
average mean rank of (24.65), while group 4 has an average mean rank of (37.15), that 
means group 2 scores lower, on the average, than group 4 on their perceptions of their 
quality of work life. 
Tshli-. fl'))R 71- Minn-Whitnp. v TI Te-t- OWL and ALe Girounq (2 and -5)(Privnternmnnnie-) 
Quality of Work Life (Total) 
Mann-Whitney U 134.500 
Wilcoxon W 608.500 
z -3.380 
Asymp. Sig. (2-tailed) 0.001 
*Grouping Variable: Age 
As the Mann-Whitney U test is significant (p < 0.01), this may mean there is a 
significant difference between age groups 2 and 5 (From 21 to 30 years old and From 51 to CP 
60 years old, respectively) perceptions of their quality of work life. As group 2 has an 
average mean rank of (20.28), while group 5 has an average mean rank of (34.17), that 
means group 2 scores lower, on the average, than group 5 on their perceptions of their 
quality of work life. 
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Table (12.25.8): Mann-Whitney U Test: QWL and Age Groups (3 and 4)(Private Companies) 
Quality of Work Life (Total) 
Mann-Whitney U 236.500 
Wilcoxon W 426.500 
z -1.176 
Asymp. Sig. (2-tailed) 0.24 
*Grouping Variable: Age 
As the Mann-Whitney U test is not significant (p > 0.05), this may mean there is no 
significant difference between age groups 3 and 4 (From 31 to 40 years old and From 41 to 
50 years old, respectively) perceptions of their quality of work life. 
Table (12.28.9): Mann-Whitnev U Test: QWL and Age Groups (3 and 5)(Private Companies) 
Quality of Work Life (Total) 
Mann-Whitney U 131.000 
Wilcoxon W 321.000 
z -1.935 
Asymp. Sig. (2-tailed) 0.053 
*Grouping Variable: Age 
As the Mann-Whitney U test is not significant (p> 0.05), this may mean there is no 
significant difference between age groups 3 and 5 (From 31 to 40 years old and From 51 to 
60 years old, respectively) perceptions of their quality of work life. 
Table (12.28.10): Mann-Whitnev U Test: QWL and Age Groups (4 and 5)(Private Companies) 
Quality of Work Life (Total) 
Mann-Whitney U 290.500 
Wilcoxon W 786.500 
z -0.667 
Asymp. Sig. (2-tailed) 0.51 
*Grouping Variable: Age 
As the Mann-Whitney U test is not significant (p > 0.05), this may mean there is no 
significant difference between age groups 4 and 5 (From 41 to 50 years old and From 51 to 
60 years old, respectively) perceptions of their quality of work life. 
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12.6. OWL CRITERIA in the PRIVATE PHARMACEUTICAL COMPANIES in 
EGYPT: 
The final part in the questionnaire used to collect the data in this research contains 
17 Western QWL criteria. The targeted employees (165 employees) were asked to 
determine which of those criteria are important to them and which are not important to 
them. 
The following table shows the relative frequency of each of those 17 QWL criteria 
in the private pharmaceutical companies in Egypt. 
T. M. I V) 101- lPri-ntipnrv nf i 7-nwi - rriter;,, % 
(Private rnmn. inieql 
QWL Criteria Not important (%) Important 
01. Adequate and fair compensation 3.0 97.0 
02. Safe and healthy working environment 2.0 98.0 
03. Development of human capacities 7.0 93.0 
04. Growth and security 22.0 78.0 
05. A feeling of belonging (Social integration) 9.0 91.0 
06. Employee rights (constitutionalism) 2.0 98.0 
07. Total work and life space 97.0 3.0 
08. Social relevance of work life 13.0 87.0 
09. Design of workstations 80.0 20.0 
10. Work place 81.0 19.0 
11. Work times and work patterns 70.0 30.0 
12. Work rhythms 19.0 81.0 
13. Job control and autonomy 14.5 85.5 
14. Job content 10.0 90.0 
15. Participation and consultation 18.0 82.0 
16. Equal opportunities 5.0 95.0 
17. Facilities provided by the company 82.0 18.0 
Table (12.29) shows that private sector's employees perceive the following QWL 
criteria as important criteria to them: adequate and fair compensation; safe and healthy 
working environment; development of human capacities; growth and security; social 
integration; employee rights; social relevance of work life; job content; participation and 
consultation; work rhythms; job control and autonomy and cqual opportunitics. 
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12.7. DISCUSSION: 
In the private phan-naceutical companies in Egypt, in general, it could be concluded 
that the employees' perceptions of their quality of work life QWQ are moderate. The 
sample mean, the median, and the mode tend considerably toward the modest score of 
QWL (3.0). Moreover, the standard deviation is not too small to be neglected, which may 
mean that there is a considerable dispersion among the employees surveyed about their 
perceptions of their quality of work life. In addition, there is always a considerable 
percentage of employees who perceives that their quality of work life is good; a 
considerable percentage of employees who does not vote for or against (i. e. feel neutral 
about) most of the items being surveyed; as well as the considerable percentage of 
employees who perceives that their quality of work life is poor. The percentage of those 
who agree that their quality of work life is poor or bad exceeds the percentage of those 
who agree that their quality of work life is good, but because the difference between both 
groups is not too large, it is concluded that the quality of work life in the private 
pharmaceutical companies in Egypt is moderate. This might be a reflection of some of the 
features of the Egyptian culture, in general, as well as some of the characteristics of the 
private companies in Egypt in particular. For example, although the Egyptian private 
companies may suffer from some of the consequences of the Egyptian culture, these 
companies may be more advanced compared with the public companies in terms of many 
issues including their philosophy toward the human resources (Abu-Ismail, 1993). At the 
end, the businessmen who take the risk to invest their money in one project or more arc 
looking for an adequate return on their investment as soon as they can, they do not depend 
on the government to finance their losses, if they happen. This may justify their interest in 
treating their workforce as an asset to be realised rather than as a cost to be controlled 
(Wahby, 1992). On the other hand, private owners, because of culturc-related issues, may 
still centralise the decision-making process in their companies based on their belief that 
nobody either knows or is keen (low-trust atmosphere) to make the right decisions at the 
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right time. In addition, nepotism may also be high in private companies because private 
owners know that social and personal relationships may help them in making their business 
grow quickly, hence they may be able to manage some of the Egyptian culture issues in a 
better way than the public companies normally do. As stated before in Chapter Eight, the 
effect of the Egyptian culture may be more clearly noticed in the Egyptian public 
companies than in the Egyptian private companies. This might partially explain the results 
obtained in this research which show that the employees' perceptions of their quality of 
work life are better in the Egyptian private pharmaceutical companies than in the Egyptian 
public pharmaceutical companies. Although private companies may not be as good as 
multinational companies, in ten-ns of managing its resources, including the human 
resource, private companies might be, on the other hand, better than public companies in 
this respect (Kompass Financial Yearbook Egypt, 1998/1999). In sum, it could be 
concluded that in the private pharmaceutical companies in Egypt, both the hard and soft 
versions or models of human resource management may exist. As argued by Storey (1987) 
and Legge (1995: 67), the differences between hard and soft models are not necessary 
incompatible, indeed, most of the normative statements contain elements of both hard and 
soft models. It seems that the concept of core employees and pcriphcral employees, 
suggested by Atkinson (1984), might be adopted in the private pharmaceutical companies 
in Egypt, core employees might report a positive score regarding their quality of work life 
as a reflection of their organisation's interest in continuously improving their QWL, while 
on the other hand peripheral employees might report low score regarding their perceptions 
of their quality of work life as a reflection of their feeling that their organisation does not 
care about improving their quality of work life. In addition, although the Egyptian national 
culture may reflect upon the management approach in both the Egyptian public and private 
companies, its effect may be noticed more clearly in the public sector than in the private 
sector (Hickson and Pugh, 1995). 
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Individual businessmen who own and manage private companies, in Egypt, may be 
keen enough to adopt somehow more advanced or developed management practices and 
techniques than those found in the public sector companies (Abu-Ismail, 1993: 21). They 
may know, in short, that the big challenge they might face is how to make efficient and 
effective use of the resources they have, especially, the human resource, to achieve their 
ultimate goals (Wahby, 1992: 12). To avoid a lot of problems that face the public sector 
companies, businessmen may do their best to establish a good organisation to attract the 
required qualified employees and assign them the appropriate tasks and responsibilities. 
Businessmen may need to develop the capabilities of their employees from time to time to 
sustain their productivity. Finally, businessmen may need to apply more developed human 
resource practices and techniques to help them benefit from their employees' hands and 
minds and retain the core qualified employees (Wahby, 1992: 13). Because private 
employers seem to be more interested in making efficient use of the hands and minds of 
their employees, and at the same time they seem to be keen enough to attract and retain the 
qualified workforce, they may do their best to provide their workforce with a good 
working place to increase their level of job satisfaction and their level of organisational 
commitment. This may mean, in the private sector in Egypt, employees may be 
compensated more fairly than those in the public sector. Ncpotism may also exist in the 
private sector, as a part of the Egyptian culture in general, but to a lesser extent with 
comparison to the public companies; as private employers may be more interested in 
treating their workforce equally to avoid losing any of the core qualified employees. 
Moreover, although the authoritarian style of management may also exist in the private 
companies in Egypt, it seems that to make efficient use of their employees' hands and 
minds, private employers may be more interested in collecting as much information as they 
could from their employees and help them express their thoughts and ideas to form a good 
base for decision makers. 
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In the private pharmaceutical companies in Egypt, the three research hypotheses 
were also accepted. It could be said that in the companies surveyed there is a significant 
positive correlation between the employees' perceptions of the degree of participation in 
decision-making available to them and their perceptions of their quality of work life (p < 
0.001). Moreover, a significant positive correlation was found between the employees' 
perceptions of their quality of work life and their perceptions of their level of job 
satisfaction (p < 0.001). Finally, a significant positive, partial, correlation was found 
between the employees' perceptions of their quality of work life and their perceptions of 
their level of affective, continuance, and normative commitment (p < 0.001). The 
employees' perceptions of their level of job satisfaction were found to significantly affect 
the strength of the correlation between the employees' perceptions of their quality of work 
life and their perceptions of their level of affective, continuance, and normative 
commitment. All the correlations were found to be insignificant after controlling for the 
effect of the employees' perceptions of their level of job satisfaction, except the correlation 
between the employees' perceptions of their quality of work life and their perceptions of 
their level of continuance commitment (p < 0.01). This may mean that in the private 
pharmaceutical companies in Egypt, the employees' perceptions of their level of job 
satisfaction seem to have a significant effect on the relationship between the employees' 
perceptions of their quality of work life and their perceptions of their level of affective and 
normative commitment. Moreover, although controlling for the employees' perceptions of 
their level of job satisfaction results in reducing the size or the strength of the correlation 
between the employees' perceptions of their quality of work life and their perceptions of 
their level of continuance commitment (from 0.30 to 0.20), still the correlation is 
significant. The correlation between the employees' perceptions of their level of job 
satisfaction and their perceptions of their level of affcctive, continuance, and normative 
commitment was also found to be significant (p < 0.001) and positive. The results of this 
research would seem consistent with some of the earlier findings (Skrovan, 1983; Malone, 
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1997; Grayson, 1991; Elizur, 1990; Tonnessen and Gjefscn, 1999; Sprcitzer et al. 1997; 
Fields and Thacker, 1992; Molandar and Winterton, 1994; Scthis and Pinzon, 1998; 
Dessler, 1999; Mathieu and Zajac, 1990; Hackett et al. 1994; Curry et al. 1986; Yousef, 
2001). 
Moreover, in the private pharmaceutical companies in Egypt, the research findings 
indicate that there is no significant correlation/difference between the employees' 
perceptions of their quality of work life and such demographic features as job nature, years 
in the company, years in the job, gender, and marital status. The only correlation that was 
found to be significant is the correlation between the employees' perceptions of their 
quality of work life and their age (p < 0.01). The findings show that there is a significant 
difference between age group I (Less than 20 years old) and both age group 4 (From 41 to 
50 years old) (p < 0.01) and group 5 (From 51 to 60 years old) (P < 0.05). The findings 
also indicate that there is a significant difference between age group 2 (From 21 to 30 years 
old) and both age group 4 (From 41 to 50 years old) (P < 0.01) and age group 5 (From 51 
to 60 years old) (p < 0.01). It seems that, in the private pharmaceutical companies in 
Egypt, older employees' perceptions of their quality of work life seem more positive than 
young employees' perceptions of their quality of work life, as the mean rank for group I is 
lower than the mean rank for group 4 (42.93 < 58.47) and group 5 (39.74 < 52.93). In 
addition, the mean rank for group 2 is lower than the mean rank for group 4 (24.65 < 
37.15) and group 5 (20.28 < 34.17). This might be as a result of the businessman's 
philosophy to depend on more experienced employees to help him/hcr achieve his/her 
goals and sustain his/her business in both local and international markets. Hence, 
businessmen might be more interested in providing older employees with a better quality 
of work life than young employees. Moreover, if it is perceived that participation in 
decision-making may be a cornerstone to improve the employees' perceptions of their 
quality of work life, it might be accepted that businessmen may show more interest in 
increasing the degree of participation in decision-making available to older (presumably 
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experienced) employees to make use of their minds, as they may be considered a source of 
new ideas to develop his/her business. It may, on the other hand, be that because older 
employees most probably have more personal and family responsibilities than young 
employees, older employees may be less demanding, may have low expectations, and may 
be willing to sacrifice some of their expectations for security and reasonable income. Or 
may be older employees compare between their working conditions today and their 
working conditions in the past, which might be worse from their point of view. Moreover, 
young employees may be better educated than older employees, hence young employees 
might be more demanding and might have high expectations from their work, and when 
their expectations and demands are not satisfied or met, young employees tend to 
negatively perceive their quality of work life. Finally, as promotion in Egyptian 
organisations seems to be based on seniority (see Chapter Eight), it is expected that older 
employees in the Egyptian companies probably occupy higher positions or ranks than 
young employees. In high power distance cultures, as in Egypt, superiors are entitled to 
more privileges than subordinates are (Hofstede, 1980). 
12.8. SUMMARY: 
Private companies in Egypt may be defined as those companies that are fully 
owned and managed by individual owners or investors (businessmen). 
The reliability tests as well as the inter-item correlations show that the scalcs that 
have been used to collect data from the private companies' employees arc reliable and each 
scale's items are correlated. Some descriptive statistics to summarisc the data and to 
describe the sample from which the data were collected have bccn presented. The relative 
frequency, the central tendency and dispersion tests have been used to examine the 
employees' perceptions of their QWL. The tests show that employees in the private 
pharmaceutical companies in Egypt perceive their QWL as moderate. 
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Spearman's rho, as a measure of correlation, and Kruskal-Wallis 11 test, as a 
measure of difference/variation, have been used to test the research hypotheses. The first 
three research hypotheses were accepted in the private pharmaceutical companies in Egypt, 
the fourth research hypothesis is only applicable to the comparative study. In addition, 
Kruskal-Wallis H test and Mann-Whitney U test have been used to test whether or not the 
employees' perceptions of their QWL vary in relation to some of the demographic 
characteristics of the sample. The tests show that the employees' perceptions of their QWL 
in the private pharmaceutical companies in Egypt do not vary in relation to job nature; 
years in the company; years in the job; gender and marital status. On the other hand, the 
tests show that the employees' perceptions of their QWL vary in relation to the employees' 
age. Older employees in the private pharmaceutical companies in Egypt seem to perceive 
their QWL in a more positive way than young employees do. 
Finally, the QWL criteria that seem important to the employees in the private 
pharmaceutical companies in Egypt have been described using the relative frequency. 
Employees in the private pharmaceutical companies in Egypt have expressed the 
importance of such QWL criteria to them as: adequate and fair compensation; safe and 
healthy working environment; development of human capacities; growth and security; 
social integration; employee rights; social relevance of work life; job content; participation 
and consultation; work rhythms; job control and autonomy and equal opportunities. 
In the next chapter, the data collected from the employees in the multinational 
pharmaceutical companies in Egypt will be analysed and the results will be discussed. 
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CHAPTER THIRTEEN 
STUDY 3 
QWL IN THE MULTINATIONAL 
PHARMACEUTICAL COMPANIES 
IN EGYPT 
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13.1. INTRODUCTION: 
Multinational companies are those companies that have significant operations 
spread throughout a number of different countries but may be headquartered in a single 
country. They may be greatly responsible for direct investment in foreign countries 
(Robinson, 1984; cited in Dessler, 1997). 
In this chapter the first three research hypotheses are tested in the multinational 
pharmaceutical companies in Egypt. Again, the fourth hypothesis is only applicable to the 
comparative study. 
In the first section of this chapter the reliability (Alpha) of the different scales used 
to collect data is tested in the multinational pharmaceutical companies in Egypt. Then 
some descriptive statistics are shown to summarise the collected data and to describe the 
sample from 'which those data were collected. Such descriptive statistics include the 
relative frequency. 
Moreover, some measures of central tendency, such as the mean, the median, and 
the mode, and the standard deviation, as a measure of dispersion are used. 
In addition, different tests were used to examine the presence or absence of a 
correlation and/or difference between the main variables investigated in each hypothesis. 
The tests used here include the Spearman's rho coefficient, Chi - Square test, Kruskal- 
Wallis H test, and Mann-Whitney U test. 
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13.2. RELIABILITY TESTS: 
The outcomes of the reliability tests (coefficient alpha) for each scale used in this 
research on the multinational pharmaceutical companies in Egypt are shown in the 
following table together with the inter-item correlation (the minimum and maximum). 
Table (13. ])- Iqcale. cz Reliabilitv and Tnter-Ttem Correlation (Multinational Comnanics) 
Scale Coefficient Inter-Item Correlation 
Alpha Minimum Maximum 
QWL (17-item) scale 0.93 0.09 0.76 
Participation in decision-making (5-item) scale 0.85 0.33 0.72 
Job satisfaction (18-item) scale 0.94 0.15 0.84 
Affective commitment (6-item) scale 0.79 0.23 0.56 
Continuance commitment (6-item) scale 0.84 0.32 0.64 
Normative commitment (6-item) scale 0.87 0.30 0.61 
Comments on table (13.1): 
The coefficient alpha for all the scales seems very high. 
QWL (17-item scale): The inter-item correlation ranges from (0.09) to (0.76). 
Hence, it could be inferred that the 17 items tend to measure the same idea or variable; 
which is the employees' perceptions of their QWL. 
Participation in decision-making (5-itern scale): The inter-item correlation ranges 
from (0.33) to (0.72). Which may mean that the five items used in measuring the 
employees' perceptions of the degree of participation in decision-making available to them 
seem to measure the same variable or idea; which is the employees' perceptions of the 
degree of participation in decision-making available to them. 
Job Satisfaction (18-item scale): The inter-item correlation shows that there is a 
correlation among the 18 items used in measuring the employees' perceptions of their level 
of job satisfaction, as the lowest correlation reported is (0.15) and the highest one is (0.84). 
Hence, it could be inferred that the 18 items seem to measure the same variable or idea; 
which is the employees' perceptions of their level of job satisfaction. 
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Affective Commitment (6-item scale): The inter-item correlation shows that the six 
items are correlated. The correlation ranges from (0.23) to (0.56). Hence, it could be 
inferred that the six items tend to measure the same idea or variable; which is the 
employees' perceptions of their level of affective commitment. 
Continuance Commitment (6-item scale): The inter-item correlation shows that the 
six items are correlated. The correlation ranges from (0.32) to (0.64). Hence, it could be 
inferred that the six items tend to measure the same idea or variable; which is the 
employees' perceptions of their level of continuance commitment. 
Normative Commitment (6-item scale): The inter-item correlation shows that the 
six items are correlated. The correlation ranges from (0.30) to (0.61). Hence, it could be 
inferred that the six items tend to measure the same idea or variable; which is the 
employees' perceptions of their level of normative commitment. 
13.3. SOME DESCRIPTIVE STATISTICS (Summarising Data): 
13.3.1. Sample Features: 
13.3.1.1. Job Nature: 
'rý1,1. f III IN. Q-1; - hv inh nitisri-- (Midtinntinmil rnmn-inio. -O 
Job Nature Frequency Valid Percent 
Managerial 32 15.0 
Non-managerial 184 85.0 
Total 216 100.0 
13.3.1.2. Years in the company: 
ýr_ul_ to 11 12%. 0_1: - I --c ;n thi- rnmn. inv 
(Midtinntinnn] rnmnanit-0 
Years in the company Frequency Valid Percent 
Less than I year 19 9.0 
From I to 3 years 85 39.0 
From 4 to 6 years 33 15.0 
From 7 to 10 years f 
15 7.0 
Over 10 years 64 30.0 
Total 216 100.0 
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13.3.1.3. Years in the job: 
Table (13.4): Samvlin2 distribution bv vears in the iob (Multinational Comnanies) 
Years in the job Frequency Valid Percent 
Less than I year 107 49.0 
From I to 3 years 45 21.0 
From 4 to 6 years 32 15.0 
From 7 to 10 years 4 2.0 
Over 10 years 28 13.0 
Total 216 100.0 
13.3.1.4. Gender: 
Table (13.5): SamDlinz distribution bv eender (Multinational Comoanies) 
Gender Frequency Valid Percent 
Male 142 66.0 
Female 74 34.0 
Total 216 100.0 
13.3.1.5. Marital Status: 
Table (13.6): Samr)lini! distribution bv marital status (Multinational Corm)anies) 
Marital Status Frequency Valid Percent 
Single 34 16.0 
Married 59 27.0 
Married & have children 123 57.0 
Total 216 100.0 
13.3.1.6. ARe: 
Table (13.7): Sami)linR distribution by age (Multinational Cornvanies) 
Age Frequency Valid Percent 
From 21 to 30 years old 60 28.0 
From 31 to 40 years old 59 27.0 
From 41 to 50 years old 80 37.0 
From 51 to 60 years old 17 8.0 
Total 216 100.0 
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13.3.2. The Relative Frequency: 
As the main concern in this research is the employees' perceptions of their quality 
of work life (QWL), the relative frequency and the net agree value (the percentage in 
agreement minus the percentage in disagreement) for the 17 items of QWL are shown in 
table (13.8). It is worth mentioning here that questions or items number 4,9,11,13,14,16 
and 17 are negatively phrased and, accordingly, they are reverse coded (for more details, 
see Chapter Nine: Research Methodology). The relative frequency tables for other 
variables are shown in Appendix G). 
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Table (13.8) shows that the net agree value for all the positively phrased QWL 
items/criteria (such as equal opportunity policies operate effectively in my organisation) is 
positive, while it is negative for all the negatively phrased QWL criteria (such as I am 
often bullied by my boss). This may mean that employees' QWL in the multinational 
pharmaccutical companics in Egypt is good. 
13.3.3. The Central Tendency and the Dispersion Tests: 
The following table shows the mean, the median, and the mode as measures of 
central tendency, and the standard deviation, as a measure of dispersion, of the 216 cases 
surveyed in the multinational pharmaceutical companies in Egypt. 
Tnhh-ý H 101- Thp. rentrql Tendenev and Dignersion Teqts (Multinational Comnanies) 
N (Number of cases) Valid 216 
Missing 0 
Mean 4.38 
Median 4.64 
Mode 4.71 
Standard Deviation 0.54 
It appears from table (13.9) that the sample mean, the median, and the mode tend 
considerably toward the highest score of QWL (5.0), and the standard deviation is too 
small, which may mean that there is no considerable dispersion among the surveyed 
employees' perceptions of their quality of work life. 
13.4. TESTING the HYPOTHESES and EMPIRICAL FINDINGS: 
13.4.1. The first hypothesis: 
The first hypothesis in this research states that 'There is a significant positive 
relationship between the employees' perceptions of the degree of participation in decision- 
making available to them and their perceptions of their quality of work life'. 
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In this hypothesis, it is expected that employees who are permitted to participate in 
making decisions that affect their job, in particular, and their company's overall 
performance, in general, may positively perceive their quality of work life, and the reverse 
is true. Hence, the employees' perceptions of the degree of participation in decision- 
making available to them are seen as the independent variable, while the employees' 
perceptions of their quality of work life are thought of as the dependent variable. 
In the following table the correlation coefficient, using Spearman's rho, between 
the employees' perceptions of the degree of participation in decision-making available to 
them and their perceptions of their quality of work life is shown together with its level of 
significance. 
Tnhlý fIII M- C-r-'e rhn- Pnrtirinntinn nnd nWT. (Midtinntinwil rnmn., init-. -, l 
Degree of Participation in Decision-Making 
Employees' Perceptions of their 
Quality of Work Life 
rho 0.32** 
Significance level C, . 
000 
** Correlation is signiticant at the U. UI ievei (i-taneu). 
It could be noticed from table (13.10) that: 
e There is a modest positive correlation (0.32) between the employees' perceptions of the 
degree of participation in decision-making available to them and their perceptions of 
their quality of work life in the multinational pharmaceutical companies in Egypt, and 
this correlation is significant at the 0.0 1 level (p < 0.00 1). 
Moreover, when Kruskal-Wallis H is used to help further testing the first 
hypothesis, the following table is produced: 
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Table (13-11)-- Test Statistics 'b: Particination and OWL (Multinational Comoanies) 
QWL (Total) 
Chi-Square 24.335 
df 4 
Asymp. Sig. 0.000 
a. Krukal-WallisTest 
b. Grouping Variable: Participation in Decision-Making (Total) 
Table (13.11) shows that there is a significant positive relationship between the 
employees' perceptions of the degree of participation in decision-making available to them 
and their perceptions of their quality of work life (p < 0.001). 
Hence, it could be concluded that the first research hypothesis is true in the 
multinational pharmaceutical companies in Egypt. 
13.4.2. The second hypothesis: 
The second hypothesis states that 'There is a significant positive relationship 
between the employees' perceptions of their quality of work life and their perceptions of 
their level of job satisfaction'. 
In this hypothesis, it is expected that employees' perceptions of their quality of 
work life may positively affect their perceptions of their level of job satisfaction. This 
means the employees' perceptions of their quality of work life, in this hypothesis, are the 
independent variable and their perceptions of their level of job satisfaction are the 
dependent variable. 
In the following table the correlation coefficient, using Spearman's rho, between 
the employees' perceptions of their quality of work life and their perceptions of their level 
of job satisfaction is shown together with its level of significance. 
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Tnhlk- ( 11 l')I-. qnp. irmnn'c rhn- OWT.. qncl Inh. R., ititfartinn [Midtinntinwil rnmn-in; pc) 
Job Satisfaction (Total) 
Employees' Perceptions of their Quality of Work 
Life (Total) 
rho 0.39** 
Significance level . 000 
*"' Correlation is significant at the U. UI level (1-tailed). 
It could be noticed from table (13.12) that: 
* There is a modest positive correlation (0.39) between the employees' perceptions of 
their quality of work life and their perceptions of their level of job satisfaction in the 
multinational pharmaceutical companies in Egypt, and this correlation is significant at 
the 0.0 1 level (p < 0.00 1). 
When Kruskal-Wallis H test is used to help further testing the second hypothesis, 
the following table is produced: 
b. TnhIp. IIII I)- Tf--. t. qtnti_ )WT- and Job Satisfaction (Multinational Comnaniesl 
Job Satisfaction (Total) 
Chi-Square 42.952 
df 2 
Asymp. Sig. 0.000 
a. Kruskal-Wallis Test 
b. Grouping Variable: QWL (Total) 
Table (13.13) shows that there is a significant positive relationship between the 
employees' perceptions of their quality of work life and their perceptions of their level of 
job satisfaction (p < 0.00 1). 
Hence, it could be concluded that the second research hypothesis is true in the 
multinational pharmaceutical companies in Egypt. 
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13.4.3. The third hypothesis: 
The third hypothesis states that 'There is a significant positive partial relationship 
between the employees' perceptions of their quality of work life and their perceptions of 
their level of affective, continuance, and normative commitment through affecting their 
perceptions of their level of job satisfaction'. 
As in Study I (Chapter Eleven), the first step in testing the third hypothesis is to 
examine whether or not there is a relationship between the employees' perceptions of their 
quality of work life and their perceptions of their level of affective, continuance and 
normative commitment. In the following table the correlation coefficient, using 
Spearman's rho, between the employees' perceptions of their quality of work life and their 
perceptions of their level of affective, continuance, and normative commitment is shown 
together with its level of significance. 
Table (13.14): Spearman's rho: QWL and Affective, Continuance, and Normative Commitment 
Miiltinntinnnl romnanier) 
Affective Continuance Normative 
Commitment Commitment Commitment 
Employees' Perceptions of their rho 0.15* 0.27** 0.22** 
Quality of Work Life 
Significance level . 016 Ow 
001 
** Correlation is significant at the U. ul ievei (i-taiiea). 
* Correlation is significant at the 0.05 level (1-tailed). 
It could be noticed from table (13.14) that: 
* There is a weak positive correlation (0.15) between the employees' perceptions of their 
quality of work life and their perceptions of their level of affective commitment in the 
multinational phan-naceutical companies in Egypt, and this correlation is significant at 
the 0.05 level (p < 0.05). 
9 There is a modest positive correlation (0.27) between the employees' perceptions of 
their quality of work life and their perceptions of their level of continuance 
commitment in the multinational pharmaceutical companies in Egypt, and this 
correlation is significant at the 0.01 level (p<0.001). 
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* There is a modest positive correlation (0.22) between the employees' perceptions of 
their quality of work life and their perceptions of their level of normative commitment 
in the multinational pharmaceutical companies in Egypt, and this correlation is 
significant at the 0.01 level (p< 0.001). 
When Kruskal-Wallis H test is used to help further testing the relationship between 
QWL and affective, continuance and normative commitment, the following tables are 
produced: 
Table (13.15). - Test Statistics b. ONVL and Affective Commitment (Multi nn tinn. al romnarueel 
Affective Commitment (Total) 
Chi-Square 10.748 
df 2 
Asymp. Sig. 0.005 
a. Kruskal-Wallis Test 
b. Grouping Variable: QWL (Total) 
Table (13.15) shows that there is a significant positive relationship between the 
employees' perceptions of their quality of work life and their perceptions of their level of 
affective commitment (p < 0.0 1). 
Table (13.16): Test i; tatitieq a. b. OWL and Continuance Commitment (Multinational Cornnanip-q) 
Continuance Commitment (Total) 
Chi-Square 13.993 
df 3 
Asymp. Sig. 0.001 
a. Kruskal-Wallis Test 
b. Grouping Variable: QWL (Total) 
Table (13.16) shows that there is a significant positive relationship between the 
employees' perceptions of their quality of work life and their perceptions of their level of 
continuance commitment (p < 0.0 1). 
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Table (13-17)- Te. qt. qtiticticq ' b. OWL and Normative rommitment (Midtinatinn. al rnnannnit-. 0 
Normative Commitment (Total) 
Chi-Square 11.383 
df 2 
Asymp. Sig. 0.003 
a. Kruskal-Wallis Test 
b. Grouping Variable: QWL (Total) 
Table (13.17) shows that there is a significant positive relationship between the 
employees' perceptions of their quality of work life and their perceptions of their level of 
normative commitment (p < 0.0 1). 
It is also logical to test for the presence or absence of a relationship and/or 
difference between the employees' perceptions of their level of job satisfaction and their 
perceptions of their level of affective, continuance, and normative commitment. 
In the following table the correlation coefficient, using Spearman's rho, between 
the employees' perceptions of their level of job satisfaction and their perceptions of their 
level of affective, continuance, and normative commitment is shown together with its level 
of significance. 
Table (13.18): Spearman's rho: Job Satisfaction and Affective, Continuance, and Normative Commitment 
(Midtinntinnni Cnmnanie-0 
Affective 
Commitment 
Continuance 
Commitment 
Normative 
Commitment 
Job Satisfaction rho 0.33** 0.43** 0.39** 
Significance level . 000 . 000 . 000 
"'* Correlation is signiticant at tne u. ui ievei t i-vaijec). 
It could be noticed from table (13.18) that: 
* There is a modest positive correlation (0.33) between the employees' perceptions of 
their level of job satisfaction and their perceptions of their level of affective 
commitment in the multinational pharmaceutical companies in Egypt, and this 
correlation is significant at the 0.01 level (p < 0.00 1). 
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* There is a modest positive correlation (0.43) between the employees' perceptions of 
their level of job satisfaction and their perceptions of their level of continuance 
commitment in the multinational pharmaceutical companies in Egypt, and this 
correlation is significant at the 0.01 level (p < 0.00 1). 
9 There is a modest positive correlation (0.39) between the employees' perceptions of 
their level of job satisfaction and their perceptions of their level of normative 
commitment in the multinational pharmaceutical companies in Egypt, and this 
correlation is significant at the 0.01 level (p< 0.001). 
The following tables show the Kruskal-Wallis H test when conducted to explore the 
difference between the employees' perceptions of their level of job satisfaction and their 
perceptions of their level of affective, continuance, and normative commitment, 
respectively. 
'tif_ a, 
b. Tnhgatkfaction and Affective Commitment (Multi natinna I rnrnnnnieel 
Affective Commitment (Total) 
Chi-Square 26.478 
df 3 
Asymp. Sig. 0.009 
a. Kruskal-Wallis Test 
b. Grouping Variable: Job Satisfaction (Total) 
Table (13.19) shows that there is a significant positive relationship between the 
employees' perceptions of their level of job satisfaction and their perceptions of their level 
of affective commitment (p < 0.01). 
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Table (13.20): Test Statistics' ý- Job Satisfaction and Continuance Commitment (Multinational Companies) 
Continuance Commitment (Total) 
Chi-Square 37.323 
df 3 
Asynp. Sig. 0.001 
a. Kruskal-Wallis Test 
b. Grouping Variable: Job Satisfaction (Total) 
Table (13.20) shows that their is a significant positive relationship between the 
employees' perceptions of their level of job satisfaction and their perceptions of their level 
of continuance commitment (p < 0.01). 
Table (13.21): Test Statistics a. b: Job Satisfaction and Normative Commitment (Multinational Companies) 
Normative Commitment (Total) 
Chi-Square 37.990 
df 3 
Asymp. Sig. 0.003 
a. Kruskal-Wallis Test 
b. Grouping Variable: Job Satisfaction (Total) 
Table (13.21) shows that there is a significant positive relationship between the 
employees' perceptions of their level of job satisfaction and their perceptions of their level 
of normative commitment (p<0.01). 
7bc second step in testing the third hypothesis, is to calculate the previous 
correlation coefficients between the employees' perceptions of their quality of work life 
and their perceptions of their level of affective, continuance, and normative commitment, 
using Spearman's rho, after controlling for the employees' perceptions of their level of job 
satisfaction. 
Table (13.22): Partial correlation: QWL and Affective. Continuance, and Normative Commitment, 
controlling for Job Satisfaction (Multinational Companies) 
Affective Continuance Norniative 
Cor Commitment Commitment 
E DYees' Perceptions of their r1jo 0.05 0-17* 0.18* 
Quality of Work Life 
110.006 
* I-tailed significance. 
284 
Table (13.22) supposes that the employees' perceptions of their level of job 
satisfaction may have a significant role in affecting the strength or the size of correlation 
between the employees' perceptions of their quality of work life and their perceptions of 
their level of affective, continuance, and normative commitment. When the effect of the 
employees' perceptions of their level of job satisfaction is isolated or controlled, 
Spearman's rho correlation coeff icicnt between the employees' perceptions of their quality 
of work life and their perceptions of their level of affective, continuance, and normative 
commitment decreases from (0.15), (0.27), and (0.22) to (0.05), (0.17), and (0.18) 
respectively. All correlations are still significant (p < 0.01) except the correlation between 
QWL and affective commitment (p > 0.05), but the strength of the correlation decreases 
slightly after controlling forjob satisfaction. 
As a significant positive relationship between the employees' perceptions of their 
quality of work life and their perceptions of their level of job satisfaction was found in the 
second hypothesis, then it could be concluded that the third research hypothesis in this 
research is true in the multinational pharmaceutical companies in Egypt. 
13.5.0 WL and DENIOGRAPHIC FEATURES of the SAMPLE: 
Two tests will be used to examine whether or not there are significant 
relationshipstdifferences between the employees' perceptions of their quality of work II fe 
and; their job nature, the number of years they have been working in their current 
company. the number of years they have been working in their current job, their gender, 
their marital status, and their age. The first is called Mann-Whitney U test, which is used to 
compare the distribution of scores or values in two groups (as gender, for example). The 
second test is called Kruskal-Wallis H test, which is used to compare scores in more than 
two groups (as marital status, for example) (Bryman and Cramer, 1999). These two tests 
are chosen as they suit the ordinal scales as well as the data that are not normally 
distributed. 
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13.5.1. OWL and Job Nature: 
In this research, job nature has two groups, either managerial job or non-managerial 
job. Hence, the Mann-Whitney U test is used to examine whether the employees' 
perceptions of their quality of work life differ between the two groups or not. 
Table (13.23): Mann-Whitnev U Test- OWL and Joh Nature Miltinatinnal rnmninie., qI 
Quality of Work Life (Total) 
Mann-Whitney U 2127.000 
Wilcoxon W 19147.000 
z -2.560 
Asymp. Sig. (2-tailed) 0.01 
*Uroupincy Variable: Job Nature C, 
As the Mann-Whitney U test is significant (p < 0.05), this may mean there is a 
significant difference between managers' and non-managers' perceptions of their quality of 
work life. As managerial group has an average mean rank of (134.03), while non- 
managerial group has an average mean rank of (104.06), that means non-managerial group 
scores lower, on the average, than managerial group on their perceptions of their quality of 
work life. 
13.5.2. OWL and Years in the compaM. 
In this research, 'years in the company' has five groups. Hence, Kruskal-Wallis H 
test is used to examine whether the employees' perceptions of their quality of work life are 
different among the five groups or not. 
Table (13-24)- Kruskal-Wallis Test: OWL and Years in the comi)anv (Multinational Comnanieq) 
Quality of Work Life (Total) 
Chi-square 7.504 
df 4 
Asymp. Sig. (2-tailed) 0.11 
Kruskal-Wallis Test 
Grouping Variable: Years in the company 
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As the Chi-square test is not significant (p > 0.05), this may mean there is no 
significant difference among the five groups with respect to their perceptions of their 
quality of work life. 
13.5.3. OWL and Years in the job: 
In this research, 'years in the job' has five groups. Hence, Kruskal-Wallis H test is 
used to examine whether the employees' perceptions of their quality of work life are 
different among the five groups or not. 
Table (13.25): Kru-, kal-Walli. -; Test: OWL and Years in the inh (Multinatinnal Cnmminip. 0 
Quality of Work Life (Total) 
Chi-square 23.184 
df 4 
Asymp. Sig. (2-tailed) 0.000 
&rmai-wallis iest 
Grouping Variable: Years in the job 
As the Chi-square test is significant (p < 0.001), this may mean there is a 
significant difference among the five groups with respect to their perceptions of their 
quality of work life. 
Because the overall Kruskal-Wallis H test is significant, pair-wise comparisons 
among the five 'Years in the job' groups should be conducted (Green et A 2000: 386). 
The pair-wise comparison will be conducted using the Mann-Whitney U test. 
Tables (13.25.1 through to 13.25.10) present the pair-wise comparisons. 
Table (13.25.1): Mann-Whitney U Test: QWL and Years in the job Groups (I and 2) 
(Multinational Comr)anies) 
Quality of Work Life (Total) 
Mann-Whitney U 337.500 
Wilcoxon W 865.500 
z -1.654 
Asymp. Sig. (2-tailed) 0.09 
*(jrouping Variable: Years in tneJOD 
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As the Mann-Whitney U test is not significant (p > 0.05), this may mean there is no 
significant difference between groups I and 2 (Less than I year and From I to 3 years, 
respectively) perceptions of their quality of work life. 
Table (13.25.2): Mann-Whitney U Test: QWL and Years in the job Groups (I and 3) 
(Mialtinnfinnal rnmnanie. -I 
Quality of Work Life (Total) 
Mann-Whitney U 588.000 
Wilcoxon W 1116.000 
z -1.382 
Asymp. Sig. (2-tailed) 0.16 
*Grouping Variable: Years in the job 
As the Mann-Whitney U test is not significant (p > 0.05), this may mean there is no 
significant difference between groups I and 3 (Less than I year and From 4 to 6 years, 
respectively) perceptions of their quality of work life. 
Table (13.25.3): Mann-Whitney U Test: QWL and Years in the job Groups (I and 4) 
f? k4, Jt, -t; ^n, kI rnmminipel 
Quality of Work Life (Total) 
Mann-Whitncy U 32.000 
Wilcoxon W 560.000 
z -1.625 
Asymp. Sig. (2-tailcd) 0.10 
*Grouping Variable: Years in tne JOD 
As the Mann-Whitney U test is not significant (p > 0.05), this may mean there is no 
significant difference between groups I and 4 (Less than I year and From 7 to 10 years, 
respectively) perceptions of their quality of work life. 
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Table (13.25.4): Mann-Whitney U Test: QWL and Years in the job Groups (I and 5) 
(MnItinntinnal rnmnnnie. c) 
Quality of Work Life (Total) 
Mann-Whitney U 857.500 
Wilcoxon W 1385.500 
z -4.379 
Asymp. Sig. (2-tailed) 0.000 
*Urouping Variable: Years in the job 
As the Mann-Whitney U test is significant (p < 0.001), this may mean there is a 
significant difference between groups I and 5 (Less than I year and Over 10 years, 
respectively) perceptions of their quality of work life. 
As group I (Less than I year) has an average mean rank of (43.30), while group 5 
(Over 10 years) has an average mean rank of (77.99), this means group I scores lower, on 
the average, than group 5 on their perceptions of their quality of work life. 
Table (13.25.5): Mann-Whitney U Test: QWL and Years in the job Groups (2 and 3) 
(Multinational Comnaniec) 
Quality of Work Life (Total) 
Mann-Whitney U 622.000 
Wilcoxon W 1657.000 
z -0.093 
Asymp. Sig. (2-tailed) 0.92 
*Urouping Variable: Years in the job 
As the Mann-Whitney U test is not significant (p > 0.05), this may mean there is no 
significant difference between groups 2 and 3 (From I to 3 years and From 4 to 6 years, 
respectively) perceptions of their quality of work life. 
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Table (13.25.6): Mann-Whitney U Test: QWL and Years in the job Groups (2 and 4) 
(MnItinatinmil rnmminie. 0 
Quality of Work Life (Total) 
Mann-Whitney U 41.000 
Wilcoxon W 447.000 
z -0.873 
Asymp. Sig. (2-tailed) 0.38 
*Cirouping Variable: Years in the job 
As the Mann-Whitney U test is not significant (p > 0.05), this may mean there is no 
significant difference between groups 2 and 4 (From I to 3 years and From 7 to 10 years, 
respectively) perceptions of their quality of work life. 
Table (13.25.7): Mann-Whitney U Test: QWL and Years in the job Groups (2 and 5) 
(Multinational Comnanies) 
Quality of Work Life (Total) 
Mann-Whitney U 1064.500 
Wilcoxon W 1470.500 
z -2.423 
Asymp. Sig. (2-tailed) 0.02 
*Grouping Variable: Years in the job 
As the Mann-Whitney U test is significant (p < 0.05), this may mean there is a 
significant difference between groups 2 and 5 (From I to 3 years and Over 10 years, 
respectively) perceptions of their quality of work life. 
As group 2 (From I to 3 years) has an average mean rank of (52.52), while group 5 
(Over 10 years) has an average mean rank of (72.05), this means group 2 scores lower, on 
the average, than group 5 on their perceptions of their quality of work life. 
290 
Table (13.25.8): Mann-Whitney U Test: QWL and Years in the job Groups (3 and 4) 
M, dt; nnt; ^ýni r---i 
Quality of Work Life (Total) 
Mann-Whitney U 71.500 
Wilcoxon W 1106.500 
z -0.691 
Asymp. Sig. (2-tailed) 0.48 
-urouping variaDie: x ears in tne JOD 
As the Mann-Whitney U test is not significant (p > 0.05), this may mean there is no 
significant difference between groups 3 and 4 (From 4 to 6 years and From 7 to 10 years, 
respectively) perceptions of their quality of work life. 
Table (13.25.9): Mann-Whitney U Test: QWL and Years in the job Groups (3 and 5) 
(Multinational Comnanieq) 
Quality of Work Life (Total) 
Mann-Whitney U 1752.500 
Wilcoxon W 2793.500 
z -2.695 
Asymp. Sig. (2-tailed) 0.007 
*Urouping Variable: Years in the job 
As the Mann-Whitney U test is significant (p < 0.05), this may mean there is a 
significant difference between groups 3 and 5 (From 4 to 6 years and Over 10 years, 
respectively) perceptions of their quality of work life. 
As group 3 (From 4 to 6 years) has an average mean rank of (62.08), while group 5 
(Over 10 years) has an average mean rank of (82.57), this means group 3 scores lower, on 
the average, than group 5 on their perceptions of their quality of work life. 
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Table (13.25.10): Mann-Whitney U Test: QWL and Years in the job Groups (4 and 5) 
(Midtinnfinnni rnmminiecl 
Quality of Work Life (Total) 
Mann-Whitney U 192.000 
Wilcoxon W 202.000 
z -0.360 
Asymp. Sig. (2-tailed) 0.71 
-urouping variaDie: x ears in tne joD 
As the Mann-Whitney U test is not significant (p > 0.05), this may mean there is no 
significant difference between groups 4 and 5 (From 7 to 10 years and Over 10 years, 
respectively) perceptions of their quality of work life. 
13.5.4. OWL and Gender: 
Gender has two groups, either male or female. Hence, the Mann-Whitney U test is 
used to examine whether the employees' perceptions of their quality of work life differ 
between the two groups or not. 
Table (13.26)- Mann-Whitnev U Test: OWL and Gender (Multinational Comnanies) 
Quality of Work Life (Total) 
Mann-Whitney U 4485.500 
Wilcoxon W 14638.500 
z -1.803 
Asymp. Sig. (2-tailed) 0.07 
*Grouping Variable: Gender 
As the Mann-Whitney U test is not significant (p > 0.05), this may mean there is no 
significant difference between males' and females' perceptions of their quality of work 
life. 
292 
13.5.5. OWL and Marital Status: 
In this research, marital status has three groups. Hence, Kruskal-Wallis H test is 
used to examine whether or not the employees' perceptions of their quality of work life are 
different among the three groups. 
Table (13-27)- Kru-kal-Wallis Test: OWL and Marital Status (Multinational Cornmnifm) 
Quality of Work Life (Total) 
Chi-square 1.443 
df 2 
Asymp. Sig. (2-tailed) 0.48 
Kruskal-WallisTest 
Grouping Variable: Marital status 
As the Chi-square test is not significant (p > 0.05), this may mean there is no 
significant difference among the three groups with respect to the employees' perceptions of 
their quality of work life. 
13.5.6. OWL and Age: 
In this research, age has five groups. Hence, Kruskal-Wallis H test is used to 
examine whether or not the employees' perceptions of their quality of work life are 
different among the five groups. 
Tnhlp MIR)- Vrsvzk-nl-Wnlli-z Tt-, -t- OWL and Ave (MnItinatinnal rnmn., inieql 
Quality of Work Life (Total) 
Chi-square 3.787 
df 3 
Asymp. Sig. (2-tailed) 0.28 
Kruskal-WallisTest 
Grouping Variable: Age 
As the Chi-square test is not significant (p > 0.05), this may mean there is no 
significant difference among the five groups with respect to the employees' perceptions of 
their quality of work life. 
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13.6. OWL CRITERIA in the MULTINATIONAL PHARMACEUrICAL COMPANIES 
in EGYPT: 
The final part in the questionnaire used to collect the data in this research contains 
17 Westem QWL criteria. The targeted employees (216 employees) were asked to 
determine which of those criteria are important to them and which are not important to 
them. 
The following table shows the relative frequency of each of those 17 QWL criteria 
in the multinational pharmaceutical companies in Egypt. 
Table H 3-29)- Relative Freauenev of 17-OWL criteria (Multinational Comnanies) 
QWL Criteria Not important (%) Important 
01. Adequate and fair compensation 2.0 98.0 
02. Safe and healthy working environment 1.0 99.0 
03. Development of human capacities 5.0 95.0 
04. Growth and security 24.0 76.0 
05. A feeling of belonging (Social integration) 11.0 89.0 
06. Employee rights (constitutionalism) 1.0 99.0 
07. Total work and life space 80.0 20.0 
08. Social relevance of work life 18.5 81.5 
09. Design of workstations 51.0 49.0 
10. Work place 83.0 17.0 
11. Work times and work patterns 74.0 26.0 
12. Work rhythms 19.0 81.0 
13. Job control and autonomy 14.0 86.0 
14. Job content 8.0 92.0 
15. Participation and consultation 5.0 95.0 
16. Equal opportunities 1.0 99.0 
17. Facilities provided by the company 53.0 47.0 
Table (13.29) shows that employees in the multinational pharmaceutical companies 
in Egypt see the following QWL criteria as important criteria to them: adequate and fair 
compensation; safe and healthy working environment; development of human capacities; 
growth and security; social integration; employee rights; social relevance of work life; job 
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content; participation and consultation; work rhythms; job control and autonomy and equal 
opportunities. 
13.7. DISCUSSION: 
In the multinational pharmaceutical companies in Egypt, the employees' 
perceptions of their quality of work life are high or good. The sample mean, the median, 
and the mode tend considerably toward the highest score of QWL (5.0), and the dispersion 
among the employees surveyed about their perceptions of their quality of work life is small 
(the standard deviation is too small to be considered). It seems that the employees' good 
perceptions of their quality of work life in the multinational companies may be a result of 
their adoption of an ethnocentric approach in Arab countries, including Egypt (Hemad, 
1994). As this approach does not allow the local culture to determine the organisational 
culture, but instead, it allows the home culture to play that role, it may be able to avoid 
some of the national culture-related issues that might negatively influence the 
organisational culture. The adoption of the ethnocentric approach may be justified by the 
multinational companies' belief that Arab management systems and practices are less 
advanced compared with those applied in the developed countries. Hence, multinational 
companies may adopt more advanced personnel systems to attract and retain the workforce 
it needs to run its operations and achieve its goals as effectively and efficiently as possible. 
Moreover, it could be concluded that in the multinational pharmaceutical companies in 
Egypt the soft version or model of human resource management might be prevalent. It 
seems that multinational companies in Egypt treat their employees as a valued asset and a 
source of competitive advantage. It seeks to improve their level of organisational 
commitment through improving their level of job satisfaction and their perceptions of their 
quality of work life. In sum, it could be concluded that in the multinational pharmaceutical 
companies in Egypt, the soft version of human resource management, suggested by Storey 
(1987) and Legge (1995), might exist. Multinational pharmaceutical companies in Egypt 
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seem to treat their employees as assets to be realised and developed rather than as costs to 
be minimised and controlled. 
In the multinational phan-naceutical companies in Egypt, the three research 
hypotheses were also accepted. It could be said that in the companies surveyed there is a 
significant positive correlation between the employees' perceptions of the degree of 
participation in decision-making available to them and their perceptions of their quality of 
work life (p < 0.001). Moreover, a significant positive correlation was found between the 
employees' perceptions of their quality of work life and their perceptions of their level of 
job satisfaction (p < 0.001). Finally, a significant positive, partial, correlation was found 
between the employees' perceptions of their quality of work life and their perceptions of 
their level of affective (p < 0.05), continuance (p < 0.001), and normative (p < 0.01) 
commitment. The employees' perceptions of their level of job satisfaction were found to 
significantly affect the size or strength of the correlation between the employees' 
perceptions of their quality of work life and their perceptions of their level of affective, 
continuance, and normative commitment. Controlling for the effect of the employees' 
perceptions of their level of job satisfaction reduces the size or strength of the correlation 
between the employees' perceptions of their quality of work life and their perceptions of 
their level of affective commitment (from 0.15 to 0.05) and the correlation becomes 
insignificant (p > 0.05). On the other hand, although the size or strength of the correlation 
between the employees' perceptions of their quality of work life and their perceptions of 
their level of continuance and normative commitment was reduced after controlling for the 
effect of the employees' perceptions of their level of job satisfaction (from 0.27 and 0.22 to 
0.17 and 0.18 respectively), the correlation is still significant (P < 0.01). The correlation 
between the employees' perceptions of their level of job satisfaction and their perceptions 
of their level of affective, continuance, and normative commitment was also found to be 
significant (p < 0.001) and positive. The results of this research would seem consistent 
with some of the earlier findings (Skrovan, 1983; Malone, 1997; Grayson, 1991; Elizur, 
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1990; Tonnessen and Gjefsen, 1999; Spreitzer et al. 1997; Fields and Thacker, 1992; 
Molandar and Winterton, 1994; Sethis and Pinzon, 1998; Dessler, 1999; Mathieu and 
Zajac, 1990; Hackett et al. 1994; Curry et al. 1986; Yousef, 2001). 
Moreover, in the multinational pharmaceutical companies in Egypt, the research 
findings indicate that there is no significant correlation/difference between the employees' 
perceptions of their quality of work life and such demographic features as years in the 
company, gender, marital status, and age. The only correlations that are found to be 
significant are the correlations between the employees' perceptions of their quality of work 
life and their job nature (p < 0.05) and the number of years they have been working in their 
jobs (Years in the job) (p < 0.001). The findings indicate that there is a significant 
difference between managers' and non-managers' perceptions of their quality of work life 
(p < 0.05). The results also indicate that managers' perceptions of their quality of work life 
(Mean rank = 134.03) are better than non-managers' perceptions of their quality of work 
life (Mean rank = 104.06). This might be a result of the benefits managers in multinational 
companies often obtain. In addition, managers in multinational companies may be allowed 
a higher degree of autonomy and participation in decision-making at their work, which 
may also positively affect their perceptions of their quality of work life. In addition, it 
seems that multinational companies might invest a considerable amount of money in 
developing the managers' capabilities to be able to manage and cope with the expected 
turbulent working environment, which, in turn, might make managers at the multinational 
companies feel recognised and valued, which might reflect upon their perceptions of their 
quality of work life. These results would seem consistent with 11ofstede' findings (1980). 
According to Hofstede (1980), in Egypt, as a high power distance culture, superiors might 
be entitled to more privileges than subordinates are. 
The findings also indicate that there is a significant correlation/difference between 
the employees' perceptions of their quality of work life and the number of years they have 
been working in their jobs (p < 0.001). The results indicate that there is a significant 
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difference between group 1 (Less than I year) and group 5 (Over 10 years) (p < 0.001); 
between group 2 (From I to 3 years) and group 5 (Over 10 years) (p < 0.05); and between 
group 3 (From 4 to 6 years) and group 5 (Over 10 years) (p < 0.05). The mean rank for 
group I is lower than the mean rank for group 5 (43.30 < 77.99). The mean rank for group 
2 is lower than the mean rank for group 5 (52-52 < 72.05). Finally, the mean rank for group 
3 is lower than the mean rank for group 5 (62.08 < 82.57). That may mean that those who 
have been working in theirjobs for a long period of time perceive their quality of work life 
better than those who have been working in their jobs for a short period of time. This might 
be a result of the view that when employees stay in theirjobs for a long period of time they 
might be experienced enough to perform their tasks and manage their work in a good way, 
hence, their companies might show more interest in retaining them through improving their 
quality of work life. It may, on the other hand, be that when employees stay for a long 
period of time in their job(s), they might identify themselves more with their job(s) and 
their organisations, and seem less willing to express the dissatisfaction which can only 
injure their own self-esteem or self-confidence. The results of this research would seem 
consistent with some of the earlier studies (Miles et aL 1996; Holden and Black, 1996; 
cited in Oshagbemi, 1997). 
13.8. SUMMARY: 
Multinational companies may be defined as those companies that have significant 
operations spread throughout a number of different countries but may be headquartered in 
a single country (Dessler, 1997). 
The reliability tests as well as the inter-item correlations show that the scales that 
have been used to collect data from the multinational companies' employees are reliable 
and each scale's items are correlated. Some descriptive statistics to summarise the data and 
to describe the sample from which the data were collected have been presented. The 
relative frequency, the central tendency and dispersion tests have been used to examine the 
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employees' perceptions of their QWL. The tests show that the majority of employees in the 
multinational pharmaceutical companies in Egypt perceive their QWL as good. 
Spearman's rho, as a measure of correlation, and Kruskal-Wallis H test, as a 
measure of difference/variation, have been used to test the research hypotheses. The first 
three research hypotheses were accepted in the multinational pharmaceutical companies in 
Egypt, the fourth research hypothesis is only applicable to the comparative study. In 
addition, Kruskal-Wallis H test and Mann-Whitney U test have been used to test whether 
or not the employees' perceptions of their QWL vary in relation to some of the 
demographic characteristics of the sample. The tests show that the employees' perceptions 
of their QWL in the multinational pharmaceutical companies in Egypt do not vary in 
relation to years in the company; gender; marital status and age. On the other hand, the 
tests show that the employees' perceptions of their QWL vary in relation to the employees' 
job nature and years in the job. Managers in the multinational pharmaceutical companies in 
Egypt seem to perceive their QWL in a more positive way than non-managers do. In 
addition, the tests also indicate that those who have been working in their jobs for a long 
period of time perceive their QWL better than those who have been working in their jobs 
for a short period of time. 
Finally, the QWL criteria that seem important to the employees in the multinational 
pharmaceutical companies in Egypt have been described using the relative frequency. 
Employees in the multinational pharmaceutical companies in Egypt have expressed the 
importance of such QWL criteria to them as: adequate and fair compensation; safe and 
healthy working environment; development of human capacities; growth and security; 
social integration; employee rights; social relevance of work life; job content; participation 
and consultation; work rhythms; job control and autonomy and equal opportunities. 
In the next chapter, a comparison between the three ownership forms, in terms of 
the employees' perceptions of their QWL, will be conducted, i. e. the fourth research 
hypothesis will be tested, and the results will be discussed. 
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CHAPTER FOURTEEN 
STUDY 4 
THE COMPARATIVE STUDY 
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14.1. INTRODUCTION: 
In this chapter a comparison among the three forms of ownership of the 
pharmaceutical companies in Egypt is made to clarify both the similarities and the 
differences (if any) among the three ownership forms with respect to their employees' 
perceptions of their quality of work life. Moreover, as the fourth research hypothesis aims 
to test whether or not there is a significant relationship between the ownership forrn of the 
company and its employees' perceptions of their quality of work life, this hypothesis is 
only applicable to this chapter. 
In the first section of this chapter some tests are used to test whether or not there is 
a significant relationship between the ownership form of the company and its employees' 
perceptions of their quality of work life. For this purpose, Spearman's rho test will be used. 
Then, some tests are used to examine whether or not there is a significant 
difference among the employees' perceptions of their quality of work life within each 
ownership form. Kruskal-Wallis H test will be used for this purpose. 
Kruskal-Wallis H test explains only whether or not there is a significant difference 
between two or more groups but it does not explain where this difference (if exists) lies. So 
to determine where the difference (if exists) lies pair-wise comparisons among each pair of 
the three ownership forms will be conducted using the Mann-Whitney U test (Green et aL 
2000). 
14.2. TESTING the FOURTH HYPOTHESIS: 
The fourth hypothesis in this research states that 'In Egypt, there is a significant 
relationship between the ownership form and the employees' perceptions of their quality of 
work life in the pharmaceutical companies'. 
In the following table the correlation coefficient, using Spearman's rho, between 
the ownership form and the employees' perceptions of their quality of work life is shown 
together with its level of significance. 
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Table (l4-l1-. qni-. nrmnn'Q rhn- (-)wni-rch; n lP7nrm nnrl f)WT 
Ownership Form 
Employees' Perceptions of their Quality of Work Life rho 0.67** 
Significance level 
. 000 
11 Uorrelation is signiticant at the U. UI level (2-tailed). 
It could be noticed from table (14.1) that: 
* There is a strong correlation (0.67) between the ownership form of the company and 
the employees' perceptions of their quality of work life in the pharmaceutical 
companies in Egypt, and this correlation is significant at the 0.01 level (p< 0.001). 
Moreover, when Kruskal-Wallis H test is used to explore the difference between 
the ownership form and the employees' perceptions of their quality of work life the 
following table is produced: 
.. tie, 
b. Table (14-2)- Teo Stati, Ownerchin Form and OWL (Pharmacetitical rnmminipe in Pavntl 
Employees' perceptions of their Quality of Work Life 
Chi-Square 600.541 
df 2 
Asymp. Sig. 0.000 
a. Krukal-Wallis Test 
b. Grouping Variable: Ownership Form 
Table (14.2) shows that there is a significant difference between the employees' 
perceptions of their quality of work life and the ownership form of the company (p 
0.001). 
Hencc, it could be inferred that the fourth research hypothesis is true in the 
phan-naceutical companies in Egypt. 
Because the overall Kruskal-Wallis H test is significant, pair-wise comparisons 
among each pair of ownership forms should be conducted (Green et A 2000). The pair- 
wise comparison will be conducted using the Mann-Whitney U test. 
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It is worth mentioning here that the lowest score used in the quality of work life 17- 
item scale is (1.0), the highest score is (5.0), and the moderate score or moderate score is 
(3.0). Moreover, it was concluded that the higher the score the better the employees' 
perceptions of their quality of work life (see Chapter Nine: Research Methodology). 
Tables (14.3 through to 14.5) present the pair-wise comparisons. 
TnhIp HA I)- M., inn-Whitnev TT Teqt- OWL and Public and Private Comnanies 
Quality of Work Life (QWL) 
Mann-Whitney U 35811.000 
Wilcoxon W 431416.0 
z -10.564 
Asymp. Sig. (2-tailed) 0.000 
* Urouping variable: L)wnersnip it-orm 
As the Mann-Whitney U test is significant (p < 0.001), this may mean there is a 
significant difference between public companies and private companies employees' 
perceptions of their quality of work life. As public companies have an average mean rank 
of (485.28), while private companies have an average mean rank of (754.96), this may 
mean public companies score lower, on the average, than private companies on their 
employees' perceptions of their quality of work life. 
T. M. IIA Al- M-n-Whitn&v TI Tert- OWL and Public and Multinational Comnanies 
Quality of Work Life (QWL) 
Mann-Whitney U 796.500 
Wilcoxon W 396401.0 
z -22.795 
Asymp. Sig. (2-tailed) 0.000 
*Grouping Variable: Ownersnip I-orm 
As the Mann-Whitney U test is significant (p < 0.001), this may mean there is a 
significant difference between public companies and multinational companies employees' 
perceptions of their quality of work life. As public companies have an average mean rank 
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of (445.90), while multinational companies have an average mean rank of (993.81), this 
may mean public companies score lower, on the average, than multinational companies on 
their employees' perceptions of their quality of work life. 
Tnhlt-- (I A 'i)- Mqnn-Whitnev IT Test- OWL and Private and Multinational Comnanie. q 
Quality of Work Life (QWL) 
Mann-Whitney U 1966.000 
Wilcoxon W 15661.000 
z -14.969 
Asymp. Sig. (2-tailed) 0.000 
* Urouping Variable: Ownership Iýorrn 
As the Mann-Whitney U test is significant (p < 0.001), this may mean there is a 
significant difference between private companies and multinational companies employees' 
perceptions of their quality of work life. As private companies have an average mean rank 
of (94.92), while multinational companies have an average mean rank of (264.40), this 
may mean private companies score lower, on the average, than multinational companies on 
their employees' perceptions of their quality of work life. 
In addition, the following table presents some comparative data to compare 
between the employees' perceptions of their quality of work life in the three different 
ownership forms in the pharmaceutical industry in Egypt. The 'net agree' measure is used 
in this table. According to Worrall and Cooper (1997) 'net agree' measure is obtained by 
subtracting the percentage in disagreement from the percentage in agreement. The neutral 
or 'neither agree nor disagree' responses are not taken into consideration. 
It is worth mentioning here that items: 4,9,11,13,14,16, and 17 are negatively 
phrased and accordingly are reverse coded. 
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14.3. DISCUSSION: 
It could be noticed from table (14.6) that in the public pharmaceutical companies in 
Egypt all the positively phrased QWL criteria or items have a high negative net agree value 
and all the negatively phrased items (the reverse coded) have a high positive net agree 
value, which may mean that the majority of employees in the public pharmaceutical 
companies in Egypt perceives that their quality of work life is poor or bad. In the 
multinational phan-naceutical companies, on the other extreme, all the positively phrased 
QWL criteria or items have a high positive net agree value and all the negatively phrased 
items (the reverse coded) have a high negative net agree value, which may mean that the 
majority of employees in the multinational pharmaceutical companies in Egypt perceives 
that their quality of work life is good. Between these two extremes, the private 
pharmaceutical companies lie. In the private pharmaceutical companies in Egypt not all the 
positively phrased items have a high positive net agree value and not all the negatively 
phrased items have a high negative net agree value. The net agree value in most of the 
cases is not extreme, which may mean that there is a considerable dispersion among the 
private companies' employees with respect to their perceptions of their quality of work 
life. In general, private companies' employees perceive that their quality of work life is 
moderate. The employees' perceptions of their quality of work life in the private 
pharmaceutical companies in Egypt are not as good as those in the multinational 
pharmaceutical companies in Egypt, but, on the other hand, they are not as bad as those in 
the public pharmaceutical companies in Egypt. 
The findings of this research suggest that the employees' perceptions of their 
quality of work life are better in the multinational pharmaceutical companies in Egypt than 
the employees' perceptions of their quality of work life in both the private and the public 
pharmaceutical companies in Egypt. Moreover, the employees' perceptions of their quality 
of work life are better in the private pharmaceutical companies in Egypt than the 
employees' perceptions of their quality of work life in the public pharmaceutical 
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companies in Egypt. The results of many comparative studies conducted in Egypt support 
the view that multinational companies show more interest in their workforce than both the 
private and the public companies do (El-Khateb, 1995 and Atiyyah, 2000). Multinational 
companies in Egypt may offer their employees good compensation packages (compared 
with both the private and public companies in Egypt), and may care about its employees in 
terms of providing them with good working conditions and developing their capabilities to 
be able to compete internationally. The results of this research would seem consistent with 
these earlier findings. 
For more clarification of the difference that has been found in this research among 
the three pharmaceutical ownership forms in Egypt and concluded in the previous 
paragraphs, the following comparison is held between the Egyptian culture and the British 
culture, as one of the multinational companies surveyed in this study is British. The 
comparison is centred on three main issues that might have a considerable impact on the 
organisational culture. The first issue is the degree of participation in decision-making 
available to the employees in both the Egyptian and the British culture. Because Egyptian 
companies are centrally controlled (Al-Faleh, 1987; cited in Hickson and Pugh, 1995), 
employees are permitted a very low degree of delegation and participation in decision- 
making. Egyptian managers may find it difficult to delegate, one of the reason may be the 
low-trust atmosphere in which Egyptian employees and managers work. On the contrary, 
in the British culture a satisfactory degree of participation in decision-making may be 
found, this may be a result of the high-trust atmosphere in which British employees and 
managers work (Hickson and Pugh, 1995). The second issue is concerned with the 
informal relationships and its effect on work relationships. Although in the Egyptian 
culture informal relationships are relied upon for getting things done within the company, 
it is not the same in the British culture, as informal relationships may not have any 
negative impact on the work environment (Hickson and Pugh, 1995). This may guarantee a 
minimum level of fairness, as people are treated similarly or fairly. The third issue is 
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concerned with the level of uncertainty in both the Egyptian and the British working 
environment and the effect that it might have on the employees' perceptions of their 
quality of work life. For example, although British management is less bureaucratised 
(Hickson and Pugh, 1995), employees may depend on mutual understanding and the 
willingness of their bosses to listen to their ideas and even criticisms in a positive way. On 
the other hand, in the Egyptian culture the low-trust atmosphere and the political 
gamesmanship may make the information exchange between the employees and their 
managers more closed, and this in turn may increase the level of uncertainty at work. 
14.4. SUMMARY: 
The fourth research hypothesis aims to test whether or not there is a significant 
relationship/difference between the employees' perceptions of their QWL and the 
ownership form of the company in the pharmaceutical industry in Egypt. Spearman's rho 
test, as a measure of correlation, shows that the employees' perceptions of their QWL and 
the ownership forrn of the company are strongly correlated. Moreover, Kruskal-Wallis H 
test, as a measure of difference/variation, also shows that QWL differs from one ownership 
form to the other. In addition, when a pair-wise comparison, using Mann-Whitney U test, 
has been conducted between each pair of ownership forms, it was found that the 
employees' perceptions of their QWL are highest in the multinational pharmaceutical 
companies, lowest in the public pharmaceutical companies, and moderate in the private 
pharmaceutical companies in Egypt. 
In the following chapter some conclusions will be drawn based on the results 
obtained from data analysis and some implications for HR practices will be made. In 
addition, some directions for further research as well as a critique of the research will be 
made. Finally, the main contributions of this research will be highlighted. 
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CHAPTER FIFTEEN 
CONCLUSIONS AND DIRECTIONS FOR 
FURTHER RESEARCH 
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15.1. INTRODUCTION: 
In chapters Eleven, Twelve, and Thirteen, the results of the empirical study 
conducted in the three ownership forms (public, private and multinational) in the 
pharmaceutical industry in Egypt were presented and discussed. In chapter Fourteen, a 
comparison among the three ownership forms has been conducted to test whether or not 
there is a significant relationship between the employees' perceptions of their quality of 
work life and the ownership form of the company (the fourth research hypothesis). In this 
chapter, based on the empirical findings, the research results are reviewed and some 
general conclusions are derived. 
Then a comparison among the three ownership forms is made regarding the 
employees' perceptions of the important quality of work life criteria to them. 
Hence, the quality of work life criteria that seem important to employees in the 
pharmaceutical industry in Egypt, and which might therefore be productively addressed by 
employers/managers are presented and discussed. 
A set of models that could clarify the interactive relationships between the variables 
that have been investigated in this research in the Egyptian context has been developed and 
discussed. 
Some implications for HR practices will be made based on the findings of this 
research. 
In addition, the potential contributions of this research are presented and discussed. 
Then, a critique of this research is presented to highlight some of its potential 
shortcomings. 
Finally, some directions for further research, based on the results of this research, 
are suggested to help further knowledge. 
310 
15.2. REVIEW OF RESULTS: 
This research has examined the employees' perceptions of their quality of work 
life in a selection of pharmaceutical companies in Egypt. In addition, it aimed to test 
whether or not there is a significant positive relationship between the employees' 
perceptions of the degree of participation in decision-making available to them and their 
perceptions of their quality of work life. It also aimed to test whether or not there is a 
significant positive relationship between the employees' perceptions of their quality of 
work life and their perceptions of their level of job satisfaction and their perceptions of 
their level of affective, continuance, and normative commitment. Moreover, this research 
aimed to test whether or not there is a significant relationship between the ownership form 
of the company and the employees' perceptions of their quality of work life. Hence, the 
following four research hypotheses are tested in this research: 
First Hypothesis: There is a significant positive relationship between the employees' 
perceptions of the degree of participation in decision-making available to them 
and their perceptions of their quality of work life. 
Second Hypothesis: There is a significant positive relationship between the employees' 
perceptions of their quality of work life and their perceptions of their level of 
job satisfaction. 
Third Hypothesis: There is a significant positive partial relationship between the 
employees' perceptions of their quality of work life and their perceptions of 
their level of affective, continuance, and normative commitment through 
affecting their perceptions of their level of job satisfaction. 
Fourth Hypothesis: In Egypt, there is a significant relationship between the ownership 
form and the employees' perceptions of their quality of work life in the 
pharmaceutical companies. 
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The previously stated hypotheses are tested in six pharmaceutical companies in 
Egypt; two public, two private, and two multinational. Three studies (Chapters: Eleven, 
Twelve, and Thirteen) aimed to test the first three research hypotheses in each ownership 
forrn separately, while in Study 4 (Chapter Fourteen: The Comparative Study) the fourth 
research hypothesis is tested. 
In the three ownership forrns, the three research hypotheses were accepted. It was 
found that there is a significant positive relationship between the employees' perceptions 
of their quality of work life and; the degree of participation in decision-making available to 
them and their perceptions of their level of job satisfaction. A significant positive and 
partial relationship was found between the employees' perceptions of their quality of work 
life and their perceptions of their level of affective, continuance, and non-native 
commitment. The employees' perceptions of their quality of work life were found to affect 
their perceptions of their level of affective, continuance, and normative commitment 
through affecting their level of job satisfaction. A significant, positive relationship was also 
found between the employees' perceptions of their level of job satisfaction and their 
perceptions of their level of affective, continuance, and normative commitment. 
In addition, the fourth research hypothesis was also accepted. A significant 
relationship was found between the employees' perceptions of their quality of work life 
and the ownership forrn of the company. In Egypt, it was found that the employees' quality 
of work life is good in the multinational pharmaceutical companies, moderate in the private 
pharmaceutical companies, and poor or bad in the public pharmaceutical companies. 
Moreover, in the public pharmaceutical companies in Egypt, no significant 
difference was found between the employees' perceptions of their quality of work life and 
their job nature, years in the company, years in the job, gender, marital status, and age. 
Almost all categories perceive that their quality of work life is poor or bad. 
In the private pharmaceutical companies in Egypt, no significant difference was 
found between the employees' perceptions of their quality of work life and their job nature, 
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years in the company, years in the job, gender, and marital status. On the contrary, a 
significant difference was found between the employees' perceptions of their quality of 
work life and their age. 
In the multinational pharmaceutical companies in Egypt, no significant difference 
was found between the employees' perceptions of their quality of work life and their years 
in the company, gender, marital status, and age. In contrast, a significant difference was 
found between the employees' perceptions of their quality of work life and their job nature 
and the number of years they have been working in their jobs (Years in the job). 
The correlations tested in this research were derived from the literature review, and 
the research hypotheses were subsequently based. It appears from the research findings 
that these correlations or hypotheses seem appropriate to the surveyed companies in the 
Egyptian context. 
15.3. OWL CRITERIA in the PHARMACEUTICAL COMPANIES in EGYPT: 
One of the aims and main contributions of this research is to develop a set of 
quality of work life criteria that seems important to employees and therefore potentially of 
interest to employers seeking to employ satisfied and committed employees. Hence, the 
final part in the questionnaire used to collect the data for this research contains 17 Western 
QWL criteria (a mixture of some of the American and European QWL criteria). The 
targeted employees (1270 employees) were asked to determine which of those criteria are 
important to them and which are not important. To avoid any confusion, the meaning of 
each item was explained in the questionnaire by referring to each item's necessary 
conditions as used by those who have developed the scale or the items itself (see 
Appendices A and B). 
The following table presents together the relative frequency of the importance of 
various QWL criteria from the point of view of the Egyptian pharmaceutical companies' 
employees, classified by the ownership form of the company. 
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Table (15.1)-- Relative Freouencv of 17-OWL Criteria (Pharmaceutical Comnanies in FQvnt) 
QWL Criteria Public 
(n = 889) 
Private 
(n = 165) 
Multinational 
(n = 216) 
01. Adequate and fair compensation 100.0 97.0 98.0 
02. Safe and healthy working environment 95.7 98.0 99.0 
03. Development of human capacities 84.8 93.0 95.0 
04. Growth and security 79.1 78.0 76.0 
05. A feeling of belonging (Social integration) 80.8 91.0 89.0 
06. Employee rights (constitutionalism) 97.5 98.0 99.0 
07. Total work and life space 5.3 3.0 20.0 
08. Social relevance of work life 74.6 87.0 81.5 
09. Design of workstations 1.0 20.0 49.0 
10. Work place 1.0 19.0 17.0 
11. Work times and work patterns 33.2 30.0 26.0 
12. Work rhythms 8.0 81.0 81.0 
13. Job control and autonomy 7.8 85.5 86.0 
14. Job content 88.1 90.0 92.0 
15. Participation and consultation 91.0 82.0 95.0 
16. Equal opportunities 98.9 95.0 99.0 
17. Facilities provided by the company 1 7.6 18.0 47.0 
The empirical findings of this research show that the majority of employees 
surveyed in the public pharmaceutical companies agrees upon 10 QWL criteria that seem 
important to them. In addition to those 10 criteria, the private and multinational 
companies' employees add two more criteria. As the number of employees surveyed in the 
public pharmaceutical companies considerably exceeds the number of employees surveyed 
in both the private and multinational pharmaceutical companies in Egypt, the 12 QWL 
criteria will be presented here as the potential QWL criteria that may be pertinent to and 
effective in the Egyptian context, instead of presenting only the 10 QWL criteria agreed 
upon by most of the employees surveyed in the three ownership forms. Hence, it could be 
concluded that there are 12 potential quality of work life criteria that may be important to 
employees in the pharmaceutical industry in Egypt, and which might therefore be 
productively addressed by employers/managers. 
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The selected 12 QWL criteria constitute a mixture of the American QWL criteria as 
developed by Walton (1975) and the European criteria as developed by the European 
Foundation for the Improvement of Life and Working Conditions (EFILWC) (1997). 
Which may mean that part of the Western QWL model would seem to be applicable in the 
Egyptian context (as far as the empirical results from the Egyptian pharmaceutical 
companies are concerned). 
Based on the empirical findings of this research, the 12 potential QWL criteria that 
seem pertinent to and effective in the Egyptian context are: 
o Adequate gnd fair compensation. The extent to which pay meets both social and 
subjective standards of adequacy; fairness relative to what is paid to others in similar 
and other types of positions. 
e Safe and healthy working environment. The degree to which employees are protected 
from exposure to physical conditions and working hours which are likely to endanger 
their safety and health. 
9 Development of human capacities. The extent to which an employee's immediate 
position provides an opportunity to use and develop his or her knowledge and skills; 
jobs should entail autonomy, use of multiple skills, and other enrichment factors. 
* Growth and security. The extent to which the work situation provides for long-term 
growth and security throughout an employee's career; opportunities for advancement 
and avoidance of obsolescence. 
9A feeling of belonging (Social integration). The degree to which the employee has a 
satisfying personal identity and enjoys self-esteem; necessary conditions may include 
freedom from prejudice, a sense of community, low levels of stratification, 
opportunities for upward mobility, interpersonal openness, and supportive work 
groups. 
Employee rights (Constitutionalism). The extent to which an employee is aware of 
his/her work rights and can protect them; necessary conditions may include personal 
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privacy, freedom to express views, equitable distribution of rewards, and the 
availability of due process. 
" Social relevance of work life. The degree to which employees perceive the employing 
organisation as engaging in socially responsible behaviour, such that they can feel that 
their work makes a positive contribution to society; increases employee self-esteem. 
" Job content. Nature of tasks, division of tasks, quality control, skills required, training, 
leaming opportunities, technology. 
" Participation and consultation. Consultation about changes affecting working 
conditions and participation in organisational issues: contact with management, 
colleagues and staff representatives on work related issues. 
" Equal opportunities. Between male and female workers or employees. 
" Work rhythms. Pace of work, pace of work dependency, deadlines. 
" Job control and autonomy. Job control may mean can the employees decide on their 
time patterns: can they take a break when they wish? Are they free to decide when to 
take holidays or days off`9 and do they have fixed starting and finishing hours of work? 
Job autonomy, on the other hand, may mean can the employees choose or change the 
order of their tasks, their method of work, their speed or rate of work? 
Although, if the selected 12 QWL criteria in each ownership forrn are ranked in 
terins of its importance to the employees surveyed the ranking will be different among the 
three ownership forms, what is of interest here is that four criteria come first among the 12 
selected criteria. These four criteria are adequate and fair compensation, equal 
opportunities, employee rights, and a safe and healthy working environment. It might be 
accepted that almost all employees may be interested in being compensated adequately and 
fairly, having equal promotion opportunities, being aware of their rights and being able to 
defend them, if necessary, and working in a safe and healthy working environment. 
The importance of the 12 QWL criteria that have been selected by the Egyptian 
employees may be an indication of the Egyptian culture and its influence on the 
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organisational culture and what employees believe is important to them and what they 
believe is not important to them. In common, as argued by Lahiry (1994), culture, whether 
national or organisational, represents the values, beliefs, and expectations shared by its 
members, it exerts some kind of pressure on its members to conform to some shared values 
and subsequently it shapes the behaviour of its members. Hence, it could be concluded that 
the selected 12 QWL criteria have its foundation from the Egyptian culture, in general, and 
from one of the strongest influence on the Egyptian culture that is the Islamic religion, in 
particular. Islamic religion has been recognised as one of the four main influences upon 
Arab management in general (Ali, 1996; Hickson and Pugh, 1995; Ali, 1986-1987; cited in 
Yousef, 2001: 153). Islamic religion is an influential force in the Arab world, according to 
Ali (1996: 4-5), because: 
" Arab society is still traditional in the sense that commitments to honour, honesty, 
respect for parents and older persons, loyalty to one's primary group, hospitality and 
generosity (kindness) are held deeply by a majority of the population. 
" Islam was found in Arabia. Arabs were the carriers of the Islamic message. Thus, they 
believe that they are blessed by God (Allah). 
" The family and other social institutions still command the respect of almost all 
individuals regardless of their social backgrounds. These institutions utilise Islam to 
sustain their endurance and influence. 
" Arabic is the language of the Muslims' Holy Book (The Quran) and Arab people 
recite/listen to Quranic verses more than once a day. 
" Islam is a comprehensive religion that regulates not only the ascetic but also the 
worldly tendencies. Almost all social, political, and military precepts/principles are 
covered in the Quran along with the piety/faithfulness of the soul and moral aspects of 
individual behaviour. 
Quranic principles and prophets' prescriptions serve as a guide for most of the 
Muslims in conducting their business and family affairs (Ali, 1996). 
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In Egypt, although there are some Christian Egyptians, they are a minority, and it 
continues today overwhelmingly Muslim. On the contrary to what Hickson and Pugh 
(1995: 192) have mentioned in their book entitled 'Management Worldwide: The Impact 
of Societal Culture on Organisations around the Globe', Egypt is not a secular country, it is 
one of the biggest Islamic countries and it is clearly mentioned in its Rule or Regulation 
that the Quran (The Muslims' Holy Book) and the Sonah (which means all the Muslims' 
Prophet Mohammad has said, done, or accepted) are the foundation of all the Egyptian 
constitution(s) (or National Rules and Regulations). In this context the suggested or 
selected 12 QWL criteria are analysed or interpreted below. 
The selected 12 QWL criteria seem related to the Islamic Work Ethics (IWE) in 
which most of the Egyptian employees believe. Work ethics reflect the individual's 
attitudes towards various aspects of work, including preference for activity and 
involvement, attitudes toward monetary and non-monetary rewards, and the desire for 
upward career mobility (Cherrington, 1980; cited in Yousef, 2001: 152). Work ethics 
induce employees to be highly involved in their jobs (Randall and Cote, 1991; Fodor, 
1990; cited in Yousef, 2001: 152). Moreover, the concept of the Islamic work ethics has its 
origin in the Holy Quran and the sayings and practices of Prophet Mohammad. Prophet 
Mohammad preached that hard work caused sins to be absolved and that "no one eats 
better food than that which he eats out of his work". Hard work, according to the Islamic 
work ethics, is seen as a virtue, and those who work hard are more likely to get ahead in 
their life (Yousef, 2001: 153). This may explain why the employees surveyed in this 
research showed less interest in such QWL criteria as the work place, the work times and 
work patterns, total work and life space, design of workstations, and the facilities provided 
by the company, as they might be more interested in working for an organisation that adds 
value to the general society, wherever it is, and they may not be interested in the work 
times and work rhythms since they have an inner belief that they will be rewarded for that 
effort from their God. In addition, these results would seem consistent with Hofstede's 
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findings on differences between national cultures. Egypt, as one of the Arab countries 
which were included in Hofstede's study, scored high on Masculinity dimension 
(Hoecklin, 1995), which may mean that Egyptian employees emphasise more on work 
goals and assertiveness than on personal goals. 
The Holy Quran and the Sonah often speak about honesty and justice, not only in 
trade, but also in every aspects of the Muslim's life. They call for an equitable and fair 
distribution of wealth in the society, in general (Yousef, 2001) and in the society's 
organisations, in particular. Moreover, maltreatment of employees is regarded in Islam as 
sinful rather than only a bad practice (Hickson and Pugh, 1995). Hence, adequate and fair 
compensation, equal opportunities, employee rights, and safe and healthy working 
environment are consistent with the rules set by the Islamic work ethics, and this may 
justify the interest of the employees surveyed in this research in such QWL criteria as; 
adequate and fair compensation, equal opportunities, employee fights, and safe and healthy 
working environment. 
The Holy Quran and the Sonah also encourage Muslims to acquire skills and 
technology, and they highly praise those who strive to earn a living. Islamic work ethics 
are against laziness and waste of time by either remaining idle or engaging oneself in 
unproductive activity. The Islamic work ethics view dedication to work as a virtue, and it 
also emphasises that sufficient effort should go into one's work, which is seen as 
obligatory for a capable individual (Yousef, 2001). This may justify the interest of the 
employees surveyed in this research in such QWL criteria as development of human 
capacities and growth and security. 
Islamic work ethics emphasise co-operation in work, and consultation is seen as a 
way of overcoming obstacles and avoiding mistakes (Yousef, 2001: 153). Hence, 
participation and consultation are seen as important QWL criteria to the Egyptian 
employees who have been surveyed in this study. Unlike Hofstede's findings which 
classified Arab countries, including Egypt, as high power distance countries (Hoecklin, 
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1995), the surveyed Egyptian employees, in this research, have shown more interest in 
participating in or making the decisions that might affect their jobs, in particular, or their 
organisation, in general. 
Islamic work ethics consider work as a source of independence and a means of 
fostering personal growth, self-respect, satisfaction and self-fulfilment. Islamic work ethics 
stress creative work as a source of happiness and accomplishment. Social relations at work 
are encouraged in order to meet one's needs and establish equilibrium in one's individual 
and social life (Yousef, 2001: 153). Hence, such QWL criteria as a feeling of belonging or 
the social integration, job control and autonomy and work rhythms are found to be 
important QWL criteria to the majority of employees surveyed in this research. 
In addition, Islamic work ethics emphasise more on intention than on results. It also 
stresses social aspects in the workplace and duties toward society (Yousef, 2001: 154). 
This may justify the interest of the employees surveyed in this research in such QWL 
criteria as job content and social relevance of work life. 
Moreover, the selected 12 criteria may clarify the difference between employees' 
aspirations in the developing countries and the employees' aspirations in the developed 
countries. Because employees in the developing countries seem to lack the minimum 
requirements for a good quality of work life, they show their interest in the criteria that 
constitute the basics for providing a good place to work in such as the previously selected 
12 criteria. On the other hand, they may not show any interest in such QWL criteria as the 
design of workstations, the work place, the facilities provided by the company and so on. 
This may mean that employees in the developing countries may become satisfied and 
committed to their companies if they were provided the basic QWL criteria listed above. 
This might be accepted as motivation, in general, is not a fixed trait, on the contrary, it 
refers to a dynamic internal state resulting from the influence of personal and situational 
factors. As such, motivation may change with changes in personal, social or other factors 
(Wiley, 1997: 263). 
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Finally, it could be also concluded that there may be a clear relationship between 
the selected 12 QWL criteria and the characteristics of the Egyptian culture in which the 
respondents work. The selected 12 QWL criteria may reflect the Egyptian employees' 
aspirations to get rid of or at least minimise the negative effect of some of the bad features 
of the Egyptian culture, such as 'low-trust atmosphere', 'innovation and risk-taking 
activities seem to be more punished than rewarded', 'the power to decide is centralised and 
rarely delegated', 'high level of uncertainty, and high level of nepotism' (for more details, 
see Chapter Eight). 
15.4. MODELS of INTERACTIVE RELATIONSHIPS: 
Another aim and main potential contribution of this research is to develop a set of 
models that may clarify the interactive relationships that have been found between the 
variables that have been investigated in this research. Four models have been developed 
based on the data collected to clarify the interactive relationships between the variables 
that have been investigated in this research in each ownership form. The four models are 
presented and discussed below. 
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The first three models outline the relationship between the employees' perceptions 
of their quality of work life and; their perceptions of the degree of participation in 
decision-making available to them, their perceptions of their level of job satisfaction, and 
their perceptions of their level of affective, continuance and normative commitment in 
each ownership form (public, private and multinational) in Egypt. The fourth model 
presents the findings for the three ownership forms all together, and it incorporates the 
potential impact of the presence or absence of the QWL criteria that have been perceived 
as important criteria to the employees surveyed in the pharmaceutical industry in Egypt 
(see Appendices A and B; the Questionnaire, Part Six). 
The first three models are similar in that they all show direct positive relationships 
between the employees' perceptions of their quality of work life and; their perceptions of 
the degree of participation in decision-making available to them and their perceptions of 
their level of job satisfaction. The three models also show an indirect positive relationship 
between the employees' perceptions of their quality of work life and their perceptions of 
their level of affective commitment. The three models show that the employees' 
perceptions of their quality of work life indirectly affect their perceptions of their level of 
affective commitment through affecting their level of job satisfaction. This might mean 
thatjob satisfaction fully mediates the relationship between the employees' perceptions of 
their quality of work life and their perceptions of their level of affective commitment. 
When the effect of the employees' perceptions of their level of job satisfaction is 
controlled or isolated, the correlation between the employees' perceptions of their quality 
of work life and their perceptions of their level of affective commitment becomes 
insignificant. 
However, the three models differ in that they show different relationships between 
the employees' perceptions of their quality of work life and their perceptions of their level 
of continuance and normative commitment. 
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In the public pharmaceutical companies in Egypt, job satisfaction fully mediates the 
relationship between the employees' perceptions of their quality of work life and their 
perceptions of their level of affective, continuance and non-native commitment. In other 
words, when the effect of job satisfaction is controlled or isolated, the correlation between 
the employees' perceptions of their quality of work life and their perceptions of their level 
of affective, continuance and normative commitment becomes insignificant. 
In the private phan-naccutical companies in Egypt, while the employees' 
perceptions of their quality of work life were found to be significantly, partially and 
positively correlated with their perceptions of their level of affective and normative 
commitment, the employees' perceptions of their quality of work life were found to be 
directly and positively correlated with their perceptions of their level of continuance 
commitment. This might mean, while job satisfaction fully mediates the relationship 
between the employees' perceptions of their quality of work life and their perceptions of 
their level of affective and normative commitment, job satisfaction, on the other hand, 
partially mediates the relationship between the employees' perceptions of their quality of 
work life and their perceptions of their level of continuance commitment. In other words, 
although when the effect of job satisfaction is controlled or isolated the strength of the 
correlation between the employees' perceptions of their quality of work life and their 
perceptions of their level of continuance commitment decreases, the correlation is still 
significant. 
In the multinational pharmaceutical companies in Egypt, while the employees' 
perceptions of their quality of work life were found to be indirectly and positively 
correlated with their perceptions of their level of affective commitment, the employees, 
perceptions of their quality of work life were found to be directly and positively correlated 
with their perceptions of their level of continuance and normative commitment. This 
means, while job satisfaction fully mediates the relationship between the employees' 
perceptions of their quality of work life and their perceptions of their level of affective 
327 
commitment, job satisfaction, on the other hand, partially mediates the relationship 
between the employees' perceptions of their quality of work life and their perceptions of 
their level of continuance and normative commitment. In other words, although when the 
effect of job satisfaction is controlled or isolated the strength of the correlation between the 
employees' perceptions of their quality of work life and their perceptions of their level of 
continuance and non-native commitment decreases, the correlation is still significant. 
Although the first model was found to be valid in the three ownership forms 
investigated in this research, the other two models (Model 2 and Model 3) were developed 
from the data collected from both the private and multinational pharmaceutical companies 
in Egypt. 
Hence, the following could be inferred from the three models: 
1. Based on the first model, employers in the public pharmaceutical companies in Egypt 
could enhance their employees' perceptions of their quality of work life by increasing 
the degree of participation in decision-making available to them. Employers also could 
enhance their employees' perceptions of their level of job satisfaction by improving 
their perceptions of their quality of work life through improving or providing the 
conditions/aspects of work which the respondents identified as important to them (see 
Section 15.4. in this chapter), such as: adequate and fair compensation; safe and 
healthy working environment; development of human capacities; growth and security; 
a feeling of belonging; employee rights; social relevance of work life; job content; 
participation and consultation; equal opportunities; work rhythms; and job control and 
autonomy. Enhancing the employees' perceptions of their level of job satisfaction, 
according to the first model, may positively affect the employees' perceptions of their 
level of affective, continuance and non-native commitment. 
2. Unlike the first model, employers in the private pharmaceutical companies in Egypt, 
according to the second model, could enhance their employees' perceptions of their 
level of continuance commitment directly through enhancing their perceptions of their 
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quality of work life. Like the first model, employers in the private pharmaceutical 
companies in Egypt could enhance their employees' perceptions of their quality of 
work life by increasing the degree of participation in decision-making available to 
them. Employers also could enhance their employees' perceptions of their level of job 
satisfaction by improving their perceptions of their quality of work life through 
providing or improving the conditions/aspects of work which the respondents identified 
as important to them (see Section 15.4. in this chapter) and which have been mentioned 
above (Item No. 1). Enhancing the Egyptian employees' perceptions of their level of 
job satisfaction, according to the second model may positively affect the employees' 
perceptions of their level of affective, continuance and normative commitment. 
3. Unlike the first model, employers in the multinational pharmaceutical companies in 
Egypt, according to the third model, could enhance their employees' perceptions of 
their level of continuance and normative commitment directly through enhancing their 
perceptions of their quality of work life through providing or improving the 
conditions/aspects of work which the respondents identified as important to them (see 
Section 15.4. in this chapter) and which have been mentioned above (Item No. 1). Like 
the first model, employers in the multinational pharmaceutical companies in Egypt 
could enhance their employees' perceptions of their quality of work life by increasing 
the degree of participation in decision-making available to them. Employers could also 
enhance their employees' perceptions of their level of job satisfaction by improving 
their perceptions of their quality of work life. Enhancing the Egyptian employees' 
perceptions of their level of job satisfaction, according to the third model may 
positively affect the employees' perceptions of their level of affective, continuance and 
normative commitment. 
The fourth model shows, beside what have been explained in the previous three 
models, the following: 
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A. In the public pharmaceutical companies in Egypt, the absence of the important QWL 
criteria together with the low degree of participation in decision-making available to 
the employees may lead to a bad quality of work life, which in turn may lead to a low 
level of job satisfaction, which at the end may lead to a low level of affective, 
continuance and normative commitment. 
B. In the private pharmaceutical companies in Egypt, the partial presence of the important 
QWL criteria together with the moderate degree of participation in decision-making 
available to the employees may lead to a moderate quality of work life, which in turn 
may lead to a moderate level of job satisfaction, which at the end may lead to a 
moderate level of affective, continuance and non-native commitment. It is worth noting 
that a moderate QWL, in the private phannaceutical companies in Egypt, may directly 
lead to a moderate level of continuance commitment, as job satisfaction partially 
mediates the relationship between the employees perceptions of their QWL and their 
perceptions of their level of continuance commitment. 
C. In the multinational pharmaceutical companies in Egypt, the presence of the important 
QWL criteria together with the high degree of participation in decision-making 
available to the employees may lead to a good quality of work life, which in turn may 
lead to a high level of job satisfaction, which at the end may lead to a high level of 
affective, continuance and normative commitment. It is worth mentioning that a good 
QWL, in the multinational pharmaceutical companies in Egypt, may directly lead to a 
high level of continuance and normative commitment, as job satisfaction partially 
mediates the relationship between the employees' perceptions of their QWL and their 
perceptions of their level of continuance and normative commitment. 
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15.5. IMPLICATIONS for HR PRACTICES in EGYPT: 
Competing in a borderless or inter-linked economy, i. e. global economy, is much 
more difficult than working or competing in a closed economy. Severe competition raises 
the issue of how to attract and retain the qualified employees and workers so as to help the 
organisation achieve not only its short-term but also its long-term objectives. In the new 
turbulent working environment, business managers discovered that people are a unique 
source of competitive advantage (Pfeffer, 1994; cited in Topolosky, 2000). Schuster (1986; 
cited in Topolosky, 2000) argued that companies that begin to manage their human 
resources effectively to harness the untapped potential for commitment to the goals of the 
organisation will forge ahead, while others will find they are unable to remain competitive. 
Chang (1999b) added that human assets will be the key source of competitive advantage in 
the era of globalisation. Eskildsen and Nussler (2000) argued, also, that the world market is 
becoming an increasingly difficult place in which to operate for today's businesses, 
making creativity a valuable virtue, hence employees have evolved from a resource to be 
exploited to an asset that needs to be nourished, guarded and developed. 
This research reveals that if organisations want committed employees and if they 
want to compete in the marketplace, they need to provide and pursue HRM policies and 
practices that facilitate employee commitment, i. e. QWL criteria found to be important. 
Organisational commitment is a desired outcome of many HRM models. Hence, the soft 
models of HRM, according to the research findings, are of value. It is worth mentioning 
that the soft models of HRM concentrate attention not only on outcomes for employees, 
especially their wellbeing and organisational commitment, but also on outcomes for the 
organisation, especially the organisational effectiveness. IIRM aims to enhance 
organisational perfon-nance and at the same time to meet the employee needs, it helps 
people release their latent energy and creativity in the service of their organisation. If 
personnel and human resource management approaches are perceived as two different 
philosophies for treating people at work, it appeared that changes in the working 
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environment as well as in the employment relations, as a result of changes in the 
demographic features of the workforce, justify the importance of HRM. 
Generating and enhancing organisational commitment is a central goal for IIRM 
(Sisson, 1990; Storey, 1987; Bratton and Gold, 1999). In addition, one of the main features 
of HRM is its emphasise upon commitment rather than control. Organisations are people, 
so even when organisations become smaller, in response to global pressure to cut costs, 
still those who remain should be managed as assets to win their commitment to the 
organisation's objectives. Employees will be committed to their organisation to the extent 
their organisation is committed to them and providing a work environment and conditions 
of employment which enable a reasonably high QWL may be indicative of such 
commitment on the part of employers/managers. The values of HRM concentrate attention 
on managing people as human beings to win their hands as well as their hearts and minds. 
Treating people fairly, continuously developing and training them, equal opportunity 
policies, justice at work, and creating and maintaining a safe and healthy working 
environment are some of the values of HRM that aim, at the end, to win the employees' 
commitment (Personnel Standard Lead Body, 1993). Moreover, human resource 
management asserts the need to recruit, develop and reward employees in ways that create 
a sustainable commitment to organisational goals and to ensure a high-performance 
organisation. Organisational commitment is important as evidence links it to various forms 
of employee behaviour such as attendance at work, turnover, willingness to share and 
make sacrifices, job performance, etc. 
HRM emphasises the importance of transformational leadership to create a vision 
and a working environment that generates employee's organisational commitment (Bratton 
and Gold, 1999). It assigns different roles to line managers, they are responsible for co- 
ordinating and directing all resources, to generate organisational commitment and enthuse 
subordinates to innovate. 
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The research findings tell us that there are differences between sectors and 
differences between what employees appear to find important and what they get at work. 
The findings also reveal that while multinational phan-naceutical companies in Egypt, and 
to a much lesser extent the private companies, may already be achieving the objectives of 
HRM in terms of committed and competitive employees, the public sector seems unable to 
achieve the objectives of HRM. Hence, if the public sector in Egypt, and to a much lesser 
extent the private sector, want to be able to compete they need to change, and the direction 
of the changes required can be identified from the responses allied to the literature that has 
been reviewed earlier. 
The direction of the changes required focus on the main HR practices: rewards, 
employee relations/participation, training and development, and resourcing. 
The first direction/implication concentrates attention on the reward systems applied 
in the public pharmaceutical companies in Egypt. All the employees surveyed agree that 
'adequate and fair compensation' is an important QWL criterion. Hence, public sector's 
management, based on the results of this research, might need to reconsider their reward 
systems so as to compensate their employees adequately and fairly. Rewards are either 
monetary or non-monetary. As far as the monetary rewards are concerned, adopting a fair 
and adequate pay system is one of the ways in which employees are encouraged to carry 
out their tasks efficiently and effectively. Pay may be the most important component of the 
reward systems. Adequate and fair compensation is important as it helps the employees 
meet their personal and family obligations as well as it helps them feel that their efforts at 
work or their contributions are recognised. Pay rewards raise the issue of social justice. 
Public pharmaceutical companies in Egypt should compensate their employees adequately 
and fairly in comparison to their peers/col leagues to achieve social justice and equal 
opportunity. To compensate their employees fairly and adequately, public pharmaccutical 
companies in Egypt may need to: 
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- conduct regular pay surveys so as to keep competitive in the marketplace through 
adopting pay systems that are at least approximately equal to those prevailing in the 
marketplace in Egypt. 
- conduct regular job evaluations so as to be able to determine the relative money value 
of each job within the company and compensate the jobholder in relation to the money 
value of his/herjob. 
- appraise the performance of their employees regularly and objectively to relate the size 
and frequency of pay increases to the rating assigned to the employee in the 
performance appraisal. 
It is worth mentioning that when employees perceive that they receive adequate and 
fair compensation, they are most likely to feel secure at work. Security is one of the main 
principles for the humanisation of work (Herrick and Maccoby, 1975). 
On the other hand, the majority of employees surveyed in the pharmaceutical 
companies in Egypt perceives that 'a feeling of belonging' and 'social relevance of work 
life' are important QWL criteria to them. These two QWL criteria could be considered as 
intangible or non-monetary benefits or rewards. As such rewards are said to positively 
affect employees' satisfaction and organisational commitment, public pharmaceutical 
companies in Egypt are advised to: 
- reconsider the work structure so as to depend more on work groups/teams rather than 
the individual employee. Working in teams/groups is more likely to create a sense of 
community between employees and increase the level of interpersonal openness 
between the team/group members. Hence, the employees' feeling of belonging can 
ensue. 
- communicate their mission and objectives to their employees regularly to help them 
understand the valuable role of their companies in the Egyptian society. Hence, the 
employees' perceptions of their company as engaging in a socially responsible 
behaviour and their self-esteem might increase. 
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The second implication concerns the employee relations/participation. The majority 
of employees surveyed in the pharmaceutical companies in Egypt perceives that 'equal 
opportunity', 'employee rights', 'safe and healthy working environment', 'work rhythms', 
'job control and autonomy' and 'participation and consultation' are important QWL 
criteria to them. It is worth noting that security, equity and democracy are essential 
principles for the humanisation of work (Herrick and Maccoby, 1975) hence public 
pharmaceutical companies in Egypt are advised to: 
- make sure that equal opportunity policies exist, declared and operate effectively in the 
workplace. Operating effectively may mean that such policies should eliminate or at 
least reduce any kind of discrimination between employees. Public pharmaceutical 
companies' employees should be treated similarly regardless of their gender, kinship 
ties, age, and religion. 
- improve their employees' physical working environment so as to make it safe and 
healthy. As employees who are working in such industry might face a lot of safety and 
health problems as a result of handling dangerous materials and chemicals, they expect 
that their health and wellbeing will be taken seriously by their companies. Health and 
safety instructions should be made clear to every employee to help him/her feel safe 
and secure at work. A related issue is employee's compensation in case of accidents or 
injuries. Public pharmaceutical companies might need to reconsider their policies that 
organise such aspects as: the medical services to be provided to injured employees, the 
partial recompense for loss of salaries/wages during the period the employee is away 
from his/herjob, and the permanent partial or total disability. 
- define and communicate the employee rights and enable their employees to defend 
their rights when necessary. When they know their rights and feel that they are able to 
defend it, employees may experience high levels of security and equity at work, which 
might positively affect their perceptions of their QWL. 
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- allow their employees some degree of participation in making decisions that affect their 
jobs, i. e. the 'How' decisions. Public pharmaceutical companies in Egypt should help 
their employees managing themselves through replacing authoritarian, hierarchical 
control by co-operative, self-managed groups/teams. Employees should be trained first 
on how to make decisions and after that they should be delegated the authority 
necessary to make the decisions themselves. When trained, employees should be 
allowed some degree of control and autonomy to decide upon such issues as their time 
patterns and the order of their tasks, their method of work, and their speed or rate of 
work. 
- provide mechanisms whereby employee grievances and discipline are dealt with in a 
manner consistent with notions of equity and justice. 
The third implication focuses upon resourcing. Two QWL criteria that are 
important to the phan-naceutical companies' employees could be classified under the 
resourcing practice. Those two criteria are 'growth and security' and 'job content'. As far 
as 'job content' is concerned, public pharmaceutical companies in Egypt are advised to 
review their selection processes so as to successfully match the job contents with the 
jobholders. This could be done by carefully identifying each job's requirements and select 
those whose qualifications, skills, knowledge, abilities, and personal qualities best meet the 
job requirements. In addition, public companies may need to try some of the techniques 
that could help them take the boredom out of their employees' work, such as job 
enrichment and job enlargement. Employees may feel good about themselves when they 
are assigned more tasks Oob enlargement) and/or more control and responsibilities Oob 
enrichment). A related issue is employees' transfer. Employee's transfer might mean 
reassigning the employee to another job of similar pay, status, and responsibilities. Public 
pharmaceutical companies in Egypt should be ready to transfer the employee at his/her 
own request, if he/she feels he/she would be happier in a different job. 
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On the other hand, 'growth and security' criterion relates to promotion or career 
development. Promotion may mean the reassignment of the employee to another job of 
higher pay, status, and responsibility. Public pharmaceutical companies in Egypt should 
allow their employees to move up the organisation through well-planned career paths. 
Well-planned career paths should guarantee equal opportunity for all employees to move 
up their company regardless of their gender, age, kinship ties, or religion, and should be 
connected to or based on well-planned performance appraisal systems. 
'Job content' and 'growth and security' concentrate attention on the principles of 
security and individuation as two main principles for the humanisation of work. Work, 
according to the individuation principle, should stimulate the development of employee's 
unique abilities and the capacity for continued learning, while the security principle 
implies the employee's need to be free from fear and anxiety concerning his/her health and 
safety, income, and future employment (Herrick and Maccoby, 1975). 
The fourth and final implication concentrates attention on the training and 
development practice of HR. 'Development of human capacities' criterion has been 
perceived by the majority of employees surveyed in the pharmaceutical companies in 
Egypt as an important QWL criterion to them. Hence, public pharmaceutical companies 
are advised, based on the results of this research, to train their employees so as to help 
them know knowledge and/or skills for a particular purpose. Training programmes should 
contribute to improved performance on present jobs; hence training and performance 
appraisal should be linked. Performance appraisal, in an HRM context, should have as 
much to do with identifying training and development needs as with pay. Training 
programmes could be considered as non-monetary rewards. They benefit employees 
themselves acquire new knowledge and job skills that could increase their market value 
and earning power. Development of human capacities concentrates attention on security 
and individuation principles as two principles for the humanisation of work. 
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Finally, it is worth noting that enhancing the employees' QWL in the public 
phan-naceutical companies in Egypt might need a radical change in the organisational 
cultures of those companies so as to facilitate the shift from the hard version of HRM to 
the soft HRM, i. e. from treating employees as costs to be controlled and minimised to 
treating employees as the most valuable asset to the company. Moreover, the HR policies 
may need to be revised and developed in ways that could help public companies attract and 
retain the qualified employees necessary to their effective and efficient operations. 
15.6. OVERALL CONCLUSION: 
This research has been valuable in studying or examining the concept of quality of 
work life (QWL) in Egypt, as a non-western culture. The findings and the models produced 
may be useful in that they are specific to companies in the pharmaceutical industry in 
Egypt, rather than being generic. The pharmaceutical industry is one of the most important 
industries in Egypt as it has central political and social roles to play. 
One of the objectives of this research was to examine the employees' perceptions 
of their quality of work life in a selection of pharmaceutical companies in Egypt using a set 
of Western QWL criteria. To examine the employees' perceptions of their QWL, a set of 
QWL criteria was used that ranged from views on the effectiveness of equal opportunity 
policies to concerns about bullying (Worrall and Cooper, 1997). Six companies have been 
surveyed in this research. The companies surveyed have been classified according to their 
ownership form into three categories: public, private, and multinational. 
It is undoubtedly difficult to examine the employees' perceptions of their quality of 
work life as the concept of QWL is multifaceted concept and there is no well-developed or 
well-accepted definition of QWL and no standard criteria or measures of QWL are 
available. 
This research found that there is a difference between the employees' perceptions 
of their quality of work life in the three ownership forms, with the employees' perceptions 
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of their QWL being highest in the multinational phannaceutical companies, lowest in the 
public pharmaceutical companies, and moderate in the private pharmaceutical companies. 
In the public pharmaceutical companies the net agree value is negative for all the positively 
phrased items (e. g. My health and wellbeing is taken seriously by my organisation), and 
positive for all the negatively phrased items (e. g. Lack of resources stops me from doing 
my job). 
It appeared that public pharmaceutical companies in Egypt adopt the hard version 
or model of human resource management (HRM). The hard version of HRM focuses on 
managing and controlling employees so as to achieve the organisation's objectives. It treats 
employees as a resource that is used in a calculative and rational way. The adoption of the 
hard version of HRM results in the absence of the QWL criteria in the public 
pharmaceutical companies in Egypt, hence the surveyed employees perceived their QWL 
as poor or bad. 
In the private pharmaceutical companies in Egypt, the net agree value is positive 
for only one positively phrased item or QWL criterion, that is 'My health and wellbeing is 
taken seriously by my organisation', which means that the percentage of those who agree 
with this item exceeds the percentage of those who disagree with it. Evidence from the 
literature suggested that feeling safe and secure at work is an essential principle for 
enhancing the employees' perceptions of their quality of work life. The net agree value for 
all the remaining positively phrased items is negative, whilst for all the negatively phrased 
items is positive. Still a considerable number of employees surveyed in the private 
pharmaceutical companies positively perceive their quality of work life. But as the 
percentage of those who positively perceive their QWL is slightly less than the percentage 
of those who negatively perceive their QWL, the employees' perceptions of their quality of 
work life in the private pharmaceutical companies are said to be moderate. 
It appeared that both the hard and soft version of IIRM exit in the private 
pharmaceutical companies in Egypt. Those employees who are treated as assets, tend to 
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positively perceive their quality of work life, while, on the other hand, those employees 
who are treated as means or costs tend to negatively perceive their QWL. Those who are 
treated as assets could be the companies' core employees, while those who are treated as 
costs could be the companies' peripheral employees. The gap between the working 
environment of these two groups is large. Because they are core to the organisation's 
functions, core employees may enjoy a lot of the QWL criteria, such as job security, career 
development, some degree of participation in decision-making, etc. In contrast, peripheral 
employees are less likely to enjoy many or any of the QWL criteria, they lack, for 
example, job security, adequate and fair compensation, career development, etc. In 
addition, the introduction of multinational companies in the Egyptian market has increased 
the competition, especially between private and multinational companies, hence private 
companies tend to adopt new approaches toward their employees to attract and the retain 
the qualified employees. This might result in some degree of interest in enhancing the 
employees' QWL to win not only their hands but also their hearts and minds. 
In the multinational pharmaceutical companies in Egypt, the net agree value is 
positive for all the positively phrased items, and is negative for all the negatively phrased 
items. Hence, it was concluded that employees in the multinational pharmaceutical 
companies in Egypt perceive that their QWL is good. This could be a result of the way in 
which multinational pharmaceutical companies in Egypt treat their employees. It appeared 
that the soft version of HRM is dominant in the multinational pharmaceutical companies in 
Egypt; i. e. they treat their employees as the most valuable asset to the organisation. The 
adoption of the soft version of HRM results in the presence of QWL criteria, hence the 
employees positively perceive their quality of work life. Because they arc aware that 
human resource management seems to be the most dynamic area of globalisation, 
multinational companies might tend to treat their people as a source of competitive 
advantage and provide them with a good QWL to win their organisational commitment. 
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Another aim of this research was to test whether or not the Western QWL criteria 
are pertinent to and effective in the Egyptian context. It could be concluded that part of the 
Western QWL criteria would seem to be applicable in the Egyptian context. That means 
that some of the Western QWL criteria were found to be important to the employees in the 
pharmaceutical industry in Egypt. 
This research aims also to identify a set of quality of work life criteria that are 
important to the employees in the pharmaceutical industry in Egypt. The employees 
surveyed in the public pharmaceutical companies in Egypt identified 10 QWL criteria that 
are important to them. Those criteria are: adequate and fair compensation, safe and healthy 
working environment, development of human capacities, growth and security, a feeling of 
belonging, employee rights, social relevance of work life, job content, participation and 
consultation, and equal opportunities. The employees surveyed in both the private and 
multinational phan-naceutical companies in Egypt added more two QWL criteria: work 
rhythms, and job control and autonomy. Hence, the total number of QWL criteria that are 
important to employees in the pharmaceutical industry in Egypt is 12 criteria. 
In Egypt, although there are some Christian Egyptians, they are minority, and it 
continues overwhelmingly Muslim. Islam is a comprehensive religion that regulates not 
only the ascetic but also the worldly tendencies. Almost all social, political, and military 
principles are covered in the Muslims' Holy Book (the Quran) along with the piety of the 
soul and moral aspects of individual behaviour. Quranic principles and Prophet 
Mohammad's prescriptions serve as a guide for most of the Muslims in conducting their 
business and family affairs. Hence, the selected 12 QWL criteria were found to have their 
foundation from the Egyptian culture, in general, and from the Islamic religion, as one of 
the strongest influence on the Egyptian culture, in particular. The selected 12 QWL criteria 
were found to relate to some of the Islamic Work Ethics (IWE). The concept of Islamic 
work ethics has its origin in the Holy Quran and the sayings and practices of Prophet 
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Mohammad. Some of the Islamic work ethics might justify the importance of the selected 
12 QWL criteria. For example, Islamic work ethics often: 
- speak about honesty and justice and call for an equitable and fair distribution of wealth 
in the society. 
- encourage the acquirement of skills and technology and praise those who strive to cam 
a living. 
- emphasise co-operation and consultation in work. 
- consider work as a source of independence and a means of fostering personal growth, 
self-respect, satisfaction, and self-fulfilment. 
- stress creative work as a source of happiness and accomplishment. 
- support social relations at work to meet one's needs and establish equilibrium in one's 
individual and social life. 
- emphasise more on intention than on results. 
In addition, the selected 12 QWL criteria were found to reflect the Egyptian 
employees' aspirations to get rid of or at least minimise the negative effect of some of the 
bad features of the Egyptian culture, such as the high level of nepotism. 
15.7. RESEARCH CONTRIBUTIONS: 
The main contributions of this research are presented and discussed below. 
First, as the concept of quality of work life is almost absent in the Egyptian 
researches (Thesis Index, Cairo University, 1999), this research may be potentially useful 
for both academicians and practitioners who are interested in searching the area of quality 
of work life, not only in Egypt but also in Arab countries, as the difference between Arab 
countries seems small. This research is expected to enhance academicians' understanding 
of the concept of quality of work life and its criteria especially in the Egyptian context. It 
might also help the academicians understand the potential relationships between the degree 
of participation in decision-making available to the employees and their perceptions of 
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their quality of work life. Moreover, this research may enhance the academicians' 
understanding of the potential relationships between the employees' perceptions of their 
quality of work life and their perceptions of their level of job satisfaction and their 
perceptions of their level of affective, continuance, and normative commitment. 
Practitioners might also benefit from the findings of this research in terms of how to 
maximise their employees' perceptions of their level of job satisfaction and their 
perceptions of their level of affective, continuance, and normative commitment, under the 
condition that those practitioners believe that satisfied and committed employees can make 
a difference to their company's outputs. 
Second, the proposed criteria of QWL that seem pertinent to and effective in the 
Egyptian context could be considered as another contribution of this research. Although a 
lot of research has been conducted in the area of employees' motivation, in general, and in 
the area of QWL, in particular, yet these researches concern employees in Western 
societies. 
Third, the set of models that have been developed to clarify the interactive 
relationships that have been found between the variables that have been investigated in this 
research, could also be considered one of the contributions of this research. 
Fourth, some of the implications for HR practices that have been discussed based 
on the research findings might also be helpful for Egyptian practitioners who are interested 
in understanding what Egyptian employees want in the workplace to be satisfied and 
committed to their organisation's objectives. Addressing the important QWL criteria might 
help the Egyptian practitioners win not only the hands of their employees, but also their 
hearts and minds. 
Finally, the comprehensiveness of this research, as it aimed to study the 
relationships among a number of variables, may be another contribution. Up to the 
knowledge of the researcher, most of the previous researches aimed to study the potential 
relationships between only two or three variables, such as quality of work life and job 
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satisfaction, orjob satisfaction and organisational commitment, etc. (see for example, Abu- 
Ragab, 1999; Elizur, 1990; Fields and Thacker, 1992; Hardy and O'sullivan, 1998; 
Kanungo, 1986; Lee et al. 1992; Leong et al. 1996; Lum el al. 1998; McCusker and 
Wolfman, 1998; Nieva et al. 1980; Singh and Vinnicome, 2000; Spreitzer et al. 1997; 
Stanton, 1993; Stum, 1998; Tompkins, 1992; Tonnessen and Gjefsen, 1999; Yousef, 
2001). 
15.8. A CRITIOUE of the RESEARCH: 
It is worth mentioning here that there is a number of shortcomings associated with 
some of the aspects of this research, some of these shortcomings may result from the way 
in which the research was designed, while others may be attributable to some external 
factors. Some of the shortcomings of this research are presented in detail below. 
First, depending heavily on the Western literature, as much of the research on 
Quality of Work Life has been carried out in the West, may be one of the weak points of 
this research. This shortcoming may be a result of the shortage in researches that have 
handled the topic of quality of work life in Arab countries, in general, and in Egypt, in 
particular. 
Second, as the researcher was not allowed to enter any of the companies surveyed 
more than one time, it was difficult to examine the validity of the questionnaire that has 
been used to collect the primary data for this research. For the same reason, although the 
responsible persons in some of the companies surveyed are interested in the findings of this 
research, the researcher was not able to test both the proposed set of quality of work life 
criteria and the models that have been developed to further validate them in the companies 
surveyed. 
Third, depending only on the questionnaire, as a data collection device, may be one 
of the critiques of this research. It would be of value if some of the targeted respondents, 
especially the managers, were interviewed. This is mainly because interviews are difficult 
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in Egypt in general, and in such industry; the pharmaceutical industry, in particular. The 
researcher was not allowed to conduct any interview with any of the targeted respondents. 
Fourth, depending on Western ready-made scales to measure the variables of 
interest of this research may also be one of the shortcomings of this research. Western 
scales have been developed from surveys conducted in Western societies, hence, it reflects 
some of the Western culture features. Nevertheless, no scales have been developed, as far 
as the variables measured in this research are concerned, from surveys conducted in the 
Arab culture, in general, or in the Egyptian culture, in particular. As a result, most of the 
researches that have been conducted in Arab countries including Egypt, depend on 
Western scales (Yousef, 2001; Yousef, 2000a; Yousef, 2000b; and Abu-Ragab, 1999). 
Fifth, using different QWL criteria, (0 part and 6 th part of the questionnaire)(see 
Appendices A and B), might cause some confusion, but the reason behind this is that most 
of the targeted respondents may not be interested in reading the instructions at the 
beginning of each part of the questionnaire, hence, the first expected impression is that 
there is a duplication in the questionnaire, and the final part may be neglected by the 
targeted respondents. To avoid this potential problem, it was preferred to use different but 
somehow similar QWL criteria in both parts of the questionnaire; parts one and six. 
Sixth, depending on a mixture of QWL criteria derived from both US and European 
researches, which might make the list of QWL criteria or items somehow long, may also 
be one of the critiques of this research. The long list of QWL criteria were adopted to be 
able to include as many QWL criteria as possible and not to depend on 'others' option in 
the questionnaire, which may have its own disadvantages in data analysis. Moreover, the 
American and European sets of QWL criteria, that have been used in this research, seem 
complementary rather than contradictory, hence, the adaptation made in this research 
aimed to benefit from both sets of QWL criteria. 
Finally, depending on not well-prepared and/or not well-organiscd lists of 
employees might lead to more reliance on some employees representing specific 
345 
departments while ignoring other departments. If this research were to be conducted again, 
after classifying the targeted employees based on their company's ownership form, the 
selected samples of employees, within each company, will be distributed proportionately 
according to the departments and/or divisions to make sure that all departments and/or 
divisions are represented in the sample. 
15.9. DIRECTIONS for FURTHER RESEARCH: 
As a result of this research, a number of areas have emerged where it is indicated 
that further research would be desirable in helping to further knowledge. For example: 
* It would be of interest to study 'what does each of the selected QWL criteria mean in 
the Egyptian context', i. e. what are the necessary conditions for each criterion to be 
applied successfully in the Egyptian context. 
e It would be of interest to study the potential relationship between the organisational 
culture and the employees' perceptions of their quality of work life. 
* It would be of interest to study the potential relationship between the employees' 
perceptions of their quality of work life and their level of productivity. 
9 It would be of interest to study the potential relationship between the employees' 
perceptions of their quality of work life and their company's overall performance. 
* It would be of interest to study the potential relationship between globalisation or 
internationalisation and the employees' perceptions of their quality of work life, as well 
as the potential relationship between globalisation or intemationalisation and the 
managers' perceptions of the importance of improving their employees' quality of 
work life. 
4, It would be of interest to conduct a comparative study to compare between the 
Egyptian employees' perceptions of their quality of work life and the British 
employees' perceptions of their quality of work life in the same industry. Such a 
comparison, if held, may be useful in clarifying the potential differences and 
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similarities, if exist, between Egypt as a developing country and United Kingdom as a 
developed country. Hence, a conclusion might be made regarding the potential 
relationship between the economic status of the country and its employees' perceptions 
of their quality of work life. 
9 It would be of interest to study the potential relationship between the different forms of 
participation in decision-making available to the employees and their perceptions of 
their quality of work life. 
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selection of pharmaceutical companies in Egypt. The purpose of this research is to examine 
the quality of work life in a selection of pharmaceutical companies in Egypt. It also aims to 
examine the potential relationship between the employees' pcrccptions of their quality of 
work life and; their perceptions of the degree of participation in decision-making available 
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APPENDIX (C) 
NORMALITY TESTS 
(HISTOGRAMS) 
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Job Satisfaction (Total) 
Graph 
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Std. Dev = 1.32 
Mean = 2.19 
N= 1270.00 
Affective Commitment (Total) 
Graph 
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Std. Dev = 1.23 
Mean = 2.08 
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APPENDIX (D) 
STUDY 1 
(PARAMETRIC TESTS) 
-, Correlations 
Descriptive Statistics 
Mean 
Std. 
Deviation N 
Quality of Work Life 2885 1 4705 889 (Total) . . 
Participation in 1 5674 7079 889 Decision-Making(Tc, ta! ) . . 
Job Satisfaction (Total) 1.2775 . 5749 889 Affective Commitment 
(Total) 1.5954 . 8723 889 
Continuance Commitment 
(Total) 1.4966 . 7511 889 
Normative Commitment 
(Total) 1.5951 . 9331 889 
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Oneway 
ANOVA 
Quality of Work Life (Total) 
Sum of Mean 
Squares df Square F Sig. 
Between Groups 149.466 17 8.792 162.479 . 000 Within Groups 47.132 871 5.411 E-02 
Total 196.598 888 
ANOVA: Participation and QWL 
Oneway 
ANOVA 
Job Satisfaction (Total) 
Sum of Mean 
Squares df Square F Sig. 
Between Groups 242.138 26 9.313 156.421 . 000 
Within Groups 51.322 862 5.954E-02 
Total 293.460 888 
ANOVA: QWL and Job Satisfaction 
Oneway 
ANOVA 
Sum of Mean 
Squares df Square F Sia. 
Affective Commitment Between Groups 115.139 26 4.428 6.811 . 000 
(Total) Within Groups 560.480 862 . 650 
Total 675.619 888 
Continuance Between Groups 103.154 26 3.967 8.596 . 000 
Commitment (Total) Within Groups 397.838 862 . 462 
Total 500.992 888 
Normative Between Groups 200.897 26 7.727 11.638 . 000 
Commitment (Total) Within Groups 572.313 862 . 664 
Total 
1 773.211 888 1 1 
ANOVA: QWL and Affective, Continuance and Normative Commitment 
Oneway 
ANOVA 
Sum of Mean 
Squares df Square F Sig. 
Affective Commitment Between Groups 125.311 32 3.916 6.091 . 000 (Total) Within Groups 550.307 856 . 643 Total 675.619 888 
Continuance Between Groups 110.305 32 3.447 7.553 . 000 Commitment (Total) Within Groups 390.687 856 . 456 Total 500.992 888 
Normative Between Groups 220.096 32 6.878 10.644 . 000 Commitment (Total) Within Groups 553.115 856 . 646 Total 773.211 888 
ANOVA: Job Satisfaction and Affective, Continuance and Normative Commitment 
Partial Corr 
PARTIALC0RRELAT10NC0EFFICIENTS 
Controlling for.. SATTOT 
QWLTOT ACTOT CCTOT NCTOT 
QWLTOT 1.0000 . 0144 -. 0381 -. 0122 
0) ( 886) ( 886) ( 886) 
P= . P= . 335 P= . 128 P= . 359 
ACTOT . 0144 1.0000 . 8640 . 8885 ( 886) 0) ( 886) ( 886) 
P= . 335 P= . P= . 000 P= . 000 
CCTOT -. 0381 . 8640 1.0000 . 8696 
( 886) ( 886) 0) ( 886) 
P= . 128 P= . 000 P= . P= . 
000 
NCTOT -. 0122 . 8885 . 8696 1.0000 
( 886) ( 886) ( 886) 0) 
P= . 359 P= . 000 P= . 000 P= 
(Coefficient / (D. F. ) / 1-tailed Significance) 
N-* is printed if a coefficient cannot be computed 
Partial correlation: QWL and Affective, Continuance and Normative Commitment - controlling for Job 
Satisfaction 
APPENDIX (E) 
STUDY 1 
FREQUENCY TABLES 
Table (9. E. 1): The relative frequency for the participation in decision-making S-Item scale 
in the nublic nharmaceutical comnantes in Evnt 
Items Far too little 
% 
Too little 
% 
An average 
amount % 
Quite a lot 
% 
A great deal 
% 
Total 
% 
Item 1 73.7 15.9 7.6 1.5 1.3 100 
Item 2 47.8 42.2 3.8 5.4 0.8 100 
Item 3 65.0 24.4 7.9 1 
2.5 0.2 100 
71.0 15.9 4.0 8.5 0.6 100 
52.5 36.9 0.7 4.6 5.3 100-- 
Table (9. E. 2): The relative frequency for the job satisfaction 18-item. scale in the public 
pharmaceutical companies In Egypt 
Items Strongly 
Agree % 
Agree 
% 
Neither 
% 
Disagree 
% 
Strongly 
Disagree % 
Total 
% 
Item 1 1.7 4.6 0.3 17.4 75.9 100 
Item 2 1.6 4.9 0.4 11.0 82.0 100 
Item 3 79.3 10.3 7.1 2.0 1.2 100 
Item 4 82.7 7.1 3.6 5.4 1.2 100 
Item 5 0.9 1.0 0.9 14.6 82.6 100 
Item 6 80.2 16.6 0.3 1.7 1.1 100 
Item 7 1.1 4.7 0.4 11.8 81.9 100 
Item 8 81.3 15.4 0.3 1.8 1.1 100 
Item 9 0.3 1.5 0.9 16.6 80.7 100 
Item 10 78.7 18.0 0.6 2.1 0.6 100 
Item 11 77.6 18.8 0.2 1.3 2.0 100 
Item 12 0.9 1.6 0.8 5.8 90.9 100 
Item 13 1.8 1.8 3.4 3.4 89.7 100 
Item 14 80.0 13.2 3.7 2.1 1.0 100 
Item 15 1.3 5.4 0.7 3.4 89.2 100 
Item 16 82.2 11 . . 16 0.7 4.6 0.7 100 
Item 17 1.3 1.2 0.9 7.8 88.8 100 
Item 18 86.7 9. P 0.3 1.9 1.5 100 
Table (9. E. 3): The relative frequency for the affective commitment 6-Item scale in the 
nublic T)harmaceutical comnanies in ELrvnt 
Items Strongly 
Agree % 
Agree 
% 
Neither 
% 
Disagree 
% 
Strongly 
Disagree % 
Total 
% 
Item 1 3.7 7.0 3.3 17.5 68.5 100 
Item 2 3.0 2.8 3.6 17.0 73.6 100 
Item 3 63.6 16.2 2.1 12.1 6.0 100 
Item 4 76.4 7.2 4.8 4.7 6.9 100 
Item 5 72.7 13.3 6.6 3.7 3.7 100 
Item 6 4.4 8.0 1 4.4 10.5 72.8 100 
Table (9. E. 4): The relative frequency for the continuance commitment 6-item scale in the 
public pharmaceutical comnanies In Evvt 
Items Strongly 
Agree % 
Agree 
% 
Neither 
% 
Disagree 
% 
Strongly 
Disagree % 
Total 
% 
Item 1 2.9 4.6 4.4 12.3 75.8 100 
Item 2 3.6 3.4 1.6 16.4 75.0 100 
Item 3 3.8 10.9 1.3 10.1 73.8 100 
Item 4 3.6 8.0 7.5 17.1 63.8 100 
Item 5 4. 1.0 4.3 11.9 78.4 100 
Item 6 1.8 2.7 16.6 77.1 100 
Table (9. E. 5): The relative frequency for the normative commitment 6-item scale in the 
public pharmaceutical companies in Egypt 
Items Strongly 
Agree % 
Agree 
% 
Neither 
% 
Disagree 
% 
Strongly 
Disagree % 
Total 
% 
Item 1 77.5 12.7 1.2 3.3 5.3 100 
Item 2 8.4 4.0 3.8 12.8 70.9 100 
Item 3 5.8 3.8 6.1 10.1 74.1 100 
Item 4 7.6 6.5 4.5 10.2 71.1 100 
Item 5 3.4 1 3.1 6.9 17.0 69.6 100 
Item 6 3.6 1 3.5 8.2 22.9 61.8 100 
3 
APPENDIX (F) 
STUDY 2 
FREQUENCY TABLES 
Table G 0. F. 1): The relative frequency for the participation in dccision-making 5-item 
scale in the private nharmaccutical comnantes In Ejl-, mt 
Items Far too little 
% 
Too little 
% 
An average 
amount % 
Quite a lot 
% 
A great deal 
% 
Total 
% 
Item 1 30.9 20.0 16.4 29.7 3.0 100 
Item 2 16.4 44.8 16.4 20.0 2.4 100 
Item 3 31.5 43.0 3.0 19.4 3.0 100 
Item 4 33.9 21.8 12.7 29.7 1.8 100 
Item 5 22.4 30.9 18.8 13.9 13.9 100 
Table (IO. F. 2): The relative frequency for thejob satisfaction 18-itcm scale in the private 
pharmaceutical companies in Egypt 
Items Strongly 
Agree % 
Agree 
% 
Neither 
% 
Disagree 
% 
Strongly 
Disagree % 
Total 
% 
Item 1 13.3 17.6 1.8 33.9 33.3 100 
Item 2 12.7 7.3 2.4 34.5 43.0 100 
Item 3 37.6 27.3 4.8 25.5 4.8 100 
Item 4 57.0 20.6 3.0 6.7 12.7 100 
Item 5 4.2 11.5 1.8 33.3 49.1 100 
Item 6 33.9 14.5 2.4 24.8 24.2 100 
Item 7 12.7 20.0 26.1 6.1 35.2 100 
Item 8 29.1 20.6 1.8 35.8 12.7 100 
Item 9 13.9 42.4 1.8 12.7 29.1 100 
Item 10 50.3 30.9 1.8 12.1 4.8 100 
Item 11 29.1 18.8 1.2 28.5 22.4 100 
Item 12 3.0 12.7 30.0 17.0 37.0 100 
Item 13 16.4 43.6 0.6 3.0 36.4 100 
Item 14 41.2 28.5 1.2 25.5 3.6 100 
Item 15 4.8 16.4 3.6 36.4 38.8 100 
Item 16 37.0 46.7 2.4 3.0 10.9 100 
Item 17 12.1 5.5 3.6 40.6 38.2 100 
41.2 3.6 1 26.1 16.4 12.7 100 
2 
Table (10. F. 3): 7bc relative frequency for the affectivc commitment G-Itcm scale In the 
private pharmaceutical companies in Eaypt 
Items Strongly 
Agree % 
Agree 
% 
Neither 
% 
Disagree 
% 
Strongly 
Disagree % 
Total 
% 
Item 1 16.4 19.4 17.6 27.3 19.4 100 
Item 2 17.0 13.9 23.6 27.9 17.6 100 
Item 3 15.8 10.9 37.6 20.6 15.2 100 
Item 4 32.1 24.8 10.3 20.6 12.1 100 
Item 5 21.8 37.6 9.7 12.1 18.8 100 
Item 6 12.1 11.5 47.3 8.5 20.6 100 
Table (I O. F. 4): The relative frequency for the continuance commitment 6-item scale in the 
nrivate nharmaceutical comnanies In Egvvt 
Items Strongly 
Agree % 
Agree 
% 
Neither 
% 
Disagree 
% 
Strongly 
Disagree % 
Total 
% 
Item 1 16.4 35.8 18.8 7.3 21.8 100 
Item 2 7.9 24.2 29.1 15.8 23.0 100 
Item 3 20.6 31.5 5.5 10.9 31.5 100 
Item 4 17.0 40.0 11.5 10.9 20.6 100 
Item 5 5.5 
-8.5 
25.5 29.7 00.9 100 
Item 6 7.9 13.9 13.9 40.0 24.2 100 
Table (IO. F. 5): The relative frequency for the normative commitment 6-item scale in the 
nrivate nharmaccutical comnanies In EevDt 
Items Strongly 
Agree % 
Agree 
% 
Neither 
% 
Disagree 
% 
Strongly 
Disagree % 
Total 
% 
Item 1 29.1 27.3 8.5 22.4 12.7 100 
Item 2 9.1 24.2 8.5 34.5 23.6 100 
Item 3 13.3 9.7 18.8 38.8 19.4 100 
Item 4 15.8 15.2 39.4 12.7 17.0 100 
Item 5 13.3 21.8 35.8 7.9 21.2 100 
Item 6 13.9 15.2 16.4 
t 
28.5 26.1 100 
APPENDIX (G) 
STUDY 3 
FREQUENCY TABLES 
Table (1 1. G. 1): The relative frequency for the participation In decision-making S-Item 
scale In the multinational pharmaceutical companies in EMrPt 
Items Far too little 
% 
Too little 
% 
An average 
amount % 
Quite a lot 
% 
A great deal 
% 
Total 
% 
Item 1 0.5 6.0 17.6 51.9 24.1 100 
Item 2 1.4 7.4 16.2 46.8 28.2 100 
Item 3 2.3 8.3 19.0 40.3 1 
30.1 100 
1.4 11.1 14.8 60.2 12.5 105- 
3.7 1.9 21.8 46.3 26.4 IOU 
Table (1 1. G. 2): The relative frequency for the job satisfaction 18-item scale In the 
multinational pharmaceutical companies In Egypt 
Items Strongly 
Agree % 
Agree 
% 
Neither 
% 
Disagree 
% 
Strongly 
Disagree % 
Total 
% 
Item 1 55.1 28.7 5.6 8.3 2.3 100 
Item 2 50.9 33.8 8.8 5.1 1.4 100 
Item 3 1.4 2.8 8.8 66.2 20.8 100 
Item 4 1.4 4.6 7.9 34.7 51.4 100 
Item 5 23.6 49.1 11.6 9.7 6.0 100 
Item 6 2.3 6.5 8.8 23.1 59.3 100 
Item 7 57.4 23.6 11.6 5.6 1.9 100 
Item 8 2.3 4.6 8.3 56.5 28.2 100 
Item 9 27.3 57.4 8.3 6.0 0.9 100 
Item 10 5.1 6.9 12.0 58.8 17.1 100 
Item 11 0.5 0.0 5.6 11.6 82.4 100 
Item 12 11.6 63.4 17.1 6.0 1.9 100 
Item 13 62.5 29.6 5.6 1.9 0.5 100 
Item 14 1.4 4.2 6.9 74.5 13.0 100 
Item 15 15.7 72.2 7.9 3.7 0.5 100 
Item 16 4.6 3.2 8.3 31.0 52.8 100 
Item 17 55.1 27.8 13.4 2.3 1.4 100 
Item 18 0.9 1.? 8.3 27.8 61.1 100 
Table (1 1. G. 3): The relative frequency for the affective commitment 6-Item scale in the 
multinational pharmaceutical companies In EMrpt 
Items Strongly 
Agree % 
Agree 
% 
Neither 
% 
Disagree 
% 
Strongly 
Disagree % 
Total 
% 
Item 1 42.6 34.3 15.3 4.6 3.2 100 
Item 2 42.1 37.5 11.1 6.9 2.3 100 
Item 3 6.5 9.7 1 
7.4 26.9 49.5 100 
Item 4 1.9 7.9 6.9 36.1 47.2 100 
Item 5 2.8 7.9 7.4 32.9 49.1 100 
Item 6 48.1 38.4 9.7 1.9 1.9 100 
Table (1 I. G. 4): The relative frequency for the continuance commitment 6-Item scale in 
the multinational pharmaceutical companies in Emrpt 
Items Strongly 
Agree % 
Agree 
% 
Neither 
% 
Disagree 
% 
Strongly 
Disagree % 
Total 
% 
Item 1 49.1 35.6 6.5 7.9 0.9 100 
Item 2 42.6 31.9 11.1 12.0 2.3 100 
Item 3 50.0 30.6 1 
9.3 7.4 2.8 100 
Item 4 40.7 25.9 11.1 15.7 6.5 
Item 5 37.5 28.2 13.4 14.8 6.0 
Item 6 33.3 23.1 14.8 19.4 1 9.3 1 100 
Table (1 l. G. 5): The relative frequency for the normative commitment 6-Item scale in the 
multinational T)harrnaceutical comnanies in Egvpt 
Items Strongly 
Agree % 
Agree 
% 
Neither 
% 
Disagree 
% 
Strongly 
Disagree % 
Total 
% 
Item 1 0.9 2.3 5.6 42.6 48.6 100 
Item 2 35.6 38.4 13.9 9.3 2.8 100 
Item 3 49.5 22.7 16.7 9.3 1.9 100 
Item 4 46.8 37.0 10.6 4.6 0.9 100 
Item 5 45.8 30.6 10.4 8.8 1.4 100 
Item 6 41.7 1 
40.3 
1 
12.5 
1 
3.2 2.3 
1 
100 
3 
APPENDIX (H) 
Inbox for thabdeen@yahoo. com Yahoo! - MyLYahoo! Op iong - 51 n Out - Help ft A_ 
alMail ff2 Addresses 0 Calendar Notepad 
I as attachme 
W- Rel 
Next I Inbox 
From: "Cary Cooper" <Mcymscc@fsI. sm. umist. ac. uk> 
Book 
Organization: umist 
To: Tarek Abdeen <thabdeen@yahoo. com> 
Date: Tue, 13 Feb 2001 12: 37: 37 GMT 
Subject: Re: Help 
RepIy-to: cary. cooper@umist. ac. uk 
Download Aftachments 
I Block address I Add to Address 
Date sent: Mon, 12 Feb 2001 10: 43: 50 -0800 (PST) 
From: Tarek Abdeen <thabdeen@y_4IIqo,. cqýn> 
Subject: Re: Help 
To: caXyýEcqoR_q; 7_0_umist. _ac. uk 
Dear Prof. Cooper 
Thanks a lot for you quick and kind response. But 
would you please let me know how to get the OSI from 
the NFER-Nelson Publishing. 
Yours sincerely 
T. Abdeen 
Do You Yahoo!? 
Get personalized email addresses from Yahoo! Mail - only $35 
a year! btt-p. e r; s qn5j. 1 . Maýj arhpýo . )m 1, y -gqr-L 
The publishers of the OSI are ASE Division of NFER-Nelson. Their 
phone number in Windsor is: 01753 850333, ask for ASE Division. 
You need the Management Set and tell them you are a student 
and if you can get a discount for the questionnaires. Cheers, Cary 
Cary L Cooper 
BUPA Professor of Organizational Psychology and 
and Deputy Vice Chancellor (External Activities) 
Manchester School of Management 
University of Manchester Institute of Science & 
PO Box 88 
Manchester 
M60 1QD 
Tel: +44 161 200 3440 
Fax: +44 161 200 3518 
Email: Cary. (; poper@umist. ac.. uk 
Health 
Technology (UMIST) 
---0 
Next I Inbox Choose Folder - 
MOM Q-0-mload Attachments 
Inbox for thabdeen@yahoo. com )LaihQol - Myyahoo! -Options - 
5ign-0-ut - Help 
(91maii ff2 Addresses E9 Calendar In Notepad 
WKWOM, P attachment r,, j 
Next I Inbox 
From: "Cary Cooper" <Mcymscc@fsl. sm. umist. ac. uk> 
Book 
Organization: urnist 
To: Tarek Abdeen <thabdeen@yahoo. com> 
Date: Mon, 12 Feb 2001 11: 32: 58 GMT 
Subject: Re: Help 
Reply-to: cary. cooper@umist. ac. uk 
Download Attachments 
I- Choose Fol ýer- 
Block address I Add to Address 
Date sent: Mon, 12 Feb 2001 02: 49: 52 -0800 (PST) 
From: Tarek Abdeen <thabdeen@vahoo. c-om> 
Subject: Help 
To: Ca-ry. CgqpqrOpmist. ac. uk 
Dear Prof. Cooper 
I am a PhD student at Plymouth Business School (UK). I 
am interested in the area of Human Resource 
Management, more specifically the Quality of Work Life 
(QWL). I have read a lot of articles you have 
developed related to this subject. I am interested in 
the 17 QWL criteria you (together with 
Prof. Worrall)have developed and revised in your survey 
on UK managers (1997,1998) and in the articles 
published in Personnel Review, vol. 29, no. 5,2000, 
pp. 613-636. 
Unfortunately, you do 
' 
not mention anything about the 
reliability and validity of that scale. So would you 
please help me find this important biece of 
information as soon as you can. 
I much appreciate your knid help. 
T. Abdeen 
Do You Yahoo!? 
Get personalized email addresses from Yahoo! Mail - only $35 
a year! llttp, //-perq-ppal,. maýl., yahoQ. gctq/- 
Hj Tarek, This QWL is a survey instrument not a questionnaire, 
that is why you don't have all the psychometrics. It is not meant 
as a psychological test, but the Occupational STress Indicator is. 
You can get the OSI from NFER-Nelson Publ., Windsor. 
Good luck with your research. Cheers, CAry 
Cary L Cooper 
BUPA Professor of Organizational Psychology and Health 
and Deputy Vice Chancellor (External Activities) 
Manchester School of Management 
University of Manchester Institute of Science & Technology (UMIST) 
PO Box 88 
Manchester 
